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BRIEF 

THE  ASSESSMENT  AND  PREDICTION  OF  RIFLE  SQUAD  EFFECTIVENESS 

This  research  is  part  of  a long-range  study  of  small-unit  effectiveness 

AND  OF  THE  FACTORS  WHICH  DETERMINE  IT.  In  A PREVIOUS  STUDY,  A DAYLIGHT  BLANK 
FIRING  FIELD  PROBLEM  WAS  DEVELOPED  FOR  INFANTRY  RIFLE  SQUADS.  In  THE  PRESENT 
STUDY,  A DAYLIGHT  LIVE  FIRING  FIELD  PROBLEM  AND  A NIGHT  BLANK  FIRING  FIELD 
PROBLEM  WERE  DEVELOPED  TO  COMPLETE  A COMPREHENSIVE  SET  OF  CRITERION  FIELD 
PROBLEMS  FOR  USE  IN  ASSESSING  COMBAT  READINESS  AND  FOR  RESEARCH  PURPOSES  IN 
VALIDATING  SELECTION  AND  ASSIGNMENT  PROCEDURES.  THESE  FIELD  PROBLEMS  WERE 
DEVELOPED  BY  THE  COMBINED  EFFORTS  OF  MILITARY  AND  TECHNICAL  EXPERTS. 

The  PROBLEMS  WERE  FIELD  TESTED  WITH  112  9-MAN  RIFLE  SQUADS.  CRITERION 
SCORES  ON  EACH  PROBLEM  WERE  DERIVED  FOR  THE  SQUAD  LEADERS,  THE  SQUAD  MEMBERS, 
AND  FOR  THE  TOTAL  SQUAD.  THE  AGREEMENT  AMONG  THE  UMPIRES  SCORING  EACH  PROBLEM 
WAS  FOUND  TO  BE  VERY  HIGH.  THOUGH  THE  DAYLIGHT  BLANK  FIRING  PROBLEM  AND  THE 
NIGHT  BLANK  FIRING  PROBLEM  WERE  MORE  RELATED  TO  EACH  OTHER  THAN  EITHER  WAS 
TO  THE  DAYLIGHT  LIVE  FIRING  PROBLEM,  EACH  FIELD  PROBLEM  MADE  A REASONABLY 
INDEPENDENT  CONTRIBUTION  TO  THE  COMPOSITE  SCORE  ON  UNIT  EFFECTIVENESS.  THE 
FIELD  PROBLEMS  CAN  BE  USED  AS  CRITERIA  FOR  VALIDATING  POTENTIAL  SQUAD  SELECTORS 
AND  AS  OPERATIONAL  MEASURES  OF  SQUAD  EFFECTIVENESS. 

To  EXPLORE  THE  POTENTIAL  USEFULNESS  OF  MEASURES  OF  ABILITY,  PERSONALITY 
TRAITS,  AND  INTERPERSONAL  RELATIONS  IN  SELECTING  LEADERS  AND  MEMBERS  OF  SQUADS 
OR  IN  BETTER  UNDERSTANDING  HOW  SQUADS  OPERATE,  MEASURES  OF  58  VARIABLES  WERE 
ALSO  ADMINISTERED  TO  THE  112  SQUADS.  SIGNIFICANT  VALIDITY  COEFFICIENTS  WERE 
FOUND  FOR  SELECTION  MEASURES  OF  GENERAL  MENTAL  ABILITY,  SPECIFIC  APTITUDES, 

AND  NONCOGN I T 1 VE  PERSONALITY  CHARACTERISTICS  SIMILAR  TO  THOSE  ALREADY  IN  USE 

in  the  Army's  selection  and  classification  system.  The  successful  predictors 

WERE  USUALLY  MEASURES  OF  THE  SQUAD  LEADER.  INTERPERSONAL  MEASURES  FOUND  TO 
BE  INDICATIVE  OF  GROUP  EFFECTIVENESS  WERE  GROUP  MEASURES  OF  ABILITY  TO  ANTICI- 
PATE THE  BEHAVIOR  OF  OTHER  SQUAD  MEMBERS,  THE  DEGREE  TO  WHICH  THE  SQUAD  LEADER 
FULFILLS  THE  ROLE  EXPECTED  OF  HIM  BY  HIS  SQUAD  MEMBERS,  THE  NUMBER  OF  MEMBERS 
NOMINATED  BY  THE  SQUAD  FOR  AN  IDEAL  RIFLE  SQUAD,  AND  AGREEMENT  BETWEEN  OWN 
PREFERENCE  AND  PERCEIVED  PREFERENCE  OF  THE  SQUAD. 

Predictive  measures  of  the  squad  leader  contributed  most  to  the  pre- 
diction OF  SQUAD  EFFECTIVENESS.  SINCE  THE  EFFECTIVENESS  OF  THE  SQUADS  WAS 
LARGELY  A FUNCTION  OF  JTHE  EFFECTIVENESS  OF  THE  SQUAD  LEADERS,  EFFICIENT 
SELECTION  OF  SQUAD  LEADERS  IS  A MOST  IMPORTANT  CONSIDERATION  IN  ORGANIZING 
EFFECTIVE  SQUADS. 
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CHAPTER  I 
I NTRODUCT I ON 

It  has  become:  commonplace  to  say  that  the  success  of  an  Army  is  a 
direct  function  of  the  ability  of  its  small  units  to  work  effectively. 

The  need  for  effective  teamwork  in  small  units  has  been  stressed  by  many 
military  writers  ( 1 4 , 15,  16,  29,  53,  54).  The  Personnel  Research  Branch 
of  The  Adjutant  General’s  Office  recognized  the  need  for  research  on  small 
UNIT  EFFECTIVENESS  SEVERAL  YEARS  AGO.  THERE  WAS  INITIATED  IN  1950  A 
SERIES  OF  CONTRACT  STUDIES,  FIRST  WITH  THE  INSTITUTE  FOR  RESEARCH  IN  HUMAN 

Relations  and  later  with  Psychological  Research  Associates,  aimed  at 

DEVELOPING  METHODS  FOR  ASSESSING  THE  COMBAT  READINESS  OR  EFFECTIVENESS  OF 
SMALL  UNITS.  THE  INITIAL  WORK  (29)  WAS  CARRIED  OUT  WITH  THE  SCOUT  SQUAD 
OF  AN  ARMORED  CAVALRY  REGIMENT.  LATER  WORK  (53,  54)  WAS  DONE  WITH  THE 
INFANTRY  RIFLE  SQUAD.  THE  EMPHASIS  WAS  ON  THE  DEVELOPMENT  OF  VALID,  RELI- 
ABLE, AND  REALISTIC  MEASURES  OF  SQUAD  EFFECTIVENESS  WHICH  COULD  BE  USED 
AS  CRITERIA  FOR  THE  EVALUATION  OF  SELECTION  PROCEDURES  AND  CLASSIFICATION 
TECHNIQUES.  NATURALLY  MANY  BY-PRODUCTS,  PARTICULARLY  IN  THE  AREA  OF  TRAIN- 
ING, RESULTED.  THIS  EARLIER  RESEARCH  RESULTED  IN  THE  DEVELOPMENT  OF  A 
DAYLIGHT  BLANK  FIRING  FIELD  PROBLEM  AS  A CRITERION  OF  RIFLE  SQUAD  EFFECTIVE- 
NESS. Administration  of  this  problem  and  of  predictor  instruments  to  100 

RIFLE  SQUADS  MADE  IT  POSSIBLE  TO  ISOLATE  CERTAIN  FACTORS  WHICH  APPEARED  TO 
BE  RELATED  TO  THE  OPERATIONAL  READINESS  OF  RIFLE  SQUADS.  IN  ADDITION, 
PRINCIPLES  OF  SMALL  UNIT  TEST  CONSTRUCTION  WERE  SYSTEMATIZED,  AND  THEIR 
APPLICATION  IN  FURTHER  DEVELOPMENT  OF  PERFORMANCE  TESTS  WAS  POINTED  OUT. 


This  research  study  is  an  extension  or  the  initial  work.  Its  objectives 


were: 

1.  TO  DEVELOP  DAYLIGHT  LIVE  FIRING  AND  NIGHT  FIELD  PROBLEMS  FOR  THE 
INFANTRY  RIFLE  SQUAD  TO  SUPPLEMENT  THE  SIX-HOUR  DAYLIGHT  BLANK  FIRING  PROB- 
LEM DEVELOPED  IN  THE  PRIOR  STUDY  (53,  54).  THIS  RESEARCH  WAS  REQUESTED  BY 

the  Commandant  of  the  Infantry  School,  Brig.  General  G.  S.  Meloy  (17). 

These  problems  were  to  provide  a more  comprehensive  test  of  the  combat 

READINESS  OF  INFANTRY  RIFLE  SQUADS.  IN  ADDITION,  MANUALS  FOR  ADMINISTERING 
AND  UMPIRING  THE  LIVE  AMMUNITION  AND  NIGHT  PROBLEMS  WERE  TO  BE  DEVELOPED. 

2.  TO  STUDY  FACTORS  UNDERLYING  COMBAT  READINESS  BY  DEVELOPING  A CON- 
CEPTUAL FRAMEWORK  TO  EXPLAIN  HOW  SMALL  MILITARY  UNITS  OPERATE,  TO  ANALYZE 
THIS  FRAMEWORK  INTO  SPECIFIC  PREDICTORS,  AND  TO  VALIDATE  THESE  PREDICTORS 
AGAINST  THE  CRITERION  SCORES.  IT  WAS  FELT  THAT  SUCCESSFUL  PREDICTORS  COULD 
BE  USED  FOR  SELECTION,  CLASSIFICATION,  AND  RELATED  PURPOSES. 

This  research  note  outlines  the  procedures  followed  in  developing 

CRITERIA  AND  PREDICTORS  AND  IN  ADMINISTERING  THESE  MEASURES  TO  RIFLE  SQUADS 

of  the  44th  Infantry  Division  at  Fort  Lewis,  Washi ngton,  duri ng  the  summer 
of  1954. 

One  specific  problem  in  criterion  research  of  this  type  is  the  diffi- 
culty frequently  encountered  in  obtaining  integral  units  or  squads.  Inte- 
grality is  here  used  to  characterize  squads  which  contain  men  who  have  had 

SUFFICIENT  OPPORTUNITY,  THROUGH  WORKING  AND  TRAINING  TOGETHER,  TO  WORK 
EFFECTIVELY  IN  THE  FIELD  AS  A SQUAD  TEAM.  TO  INSURE  THAT  SQUADS  TESTED  IN 
THIS  RESEARCH  WERE  INTEGRAL,  THE  44TH  INFANTRY  DIVISION  WAS  ORDERED  BY  THE 

Department  of  the  Army  to  freeze  the  composition  of  six  T/O  and  E rifle 

SQUADS  FROM  EACH  RIFLE  COMPANY  AT  LEAST  FOUR  WEEKS  PRIOR  TO  TESTING.  THE 
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IMPLEMENTATION  OF  THIS  ORDER  PROVIDED  16?  SQUADS.  ONE  HUNDRED  AND  TWELVE 
OF  THESE  SQUADS,  WHICH  APPEARED  TO  BE  MOST  I NTEGRAL,  ON  THE  BASIS  OF  A 
PRELIMINARY  CHECK  WITH  PARENT  COMPANIES,  WERE  TESTED.  IN  ADDITION,  SQUAD 
INTEGRALITY  WAS  CHECKED  FURTHER  BY  A QUESTIONNAIRE  TO  ALL  SQUADS  TO  DETER- 
MINE HOW  LONG  THEY  HAD  BEEN  TOGETHER.  IT  WAS  FOUND  THAT  ALL  SQUADS  CONSISTED 
OF  MEN  WHO  HAD  BEEN  TOGETHER  FOR  ONE  MONTH  OR  LONGER,  THAT  THE  AVERAGE  SQUAD 
CONSISTED  OF  MEN  MOST  OF  WHOM  HAD  WORKED  TOGETHER  FIVE  TO  SIX  MONTHS.  IT 
WAS  FELT,  THEREFORE,  THAT  THE  COOPERATION  OF  THE  DIVISION  TO  ASSURE  THAT 
THE  SQUADS  TESTED  WERE  INTEGRAL  PROVIDED  AN  OPPORTUNITY  FOR  A REALISTIC 
EVALUATION  OF  THOSE  PREDICTOR.  INSTRUMENTS  WHICH  MIGHT  BE  AFFECTED  BY 
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CHAPTER  I I 

DEVELOPMENT  OF  CRITERIA  OF  FIELD  PERFORMANCE 

A.  OBJECTIVES  OF  FIELD  TEST  DEVELOPMENT 

This  chapter  reviews  the  procedures  followed  in  developing  the  combat 

READINESS  CRITERIA  USED  IN  THIS  STUDY.  THE  DAYLIGHT  BLANK  FIRING  PROBLEM, 
DEVELOPED  IN  1952,  WAS  AVAILABLE  FOR  USE.  THE  METHODS  USED  IN  DEVELOPING 
THE  DAYLIGHT  LIVE  AND  NIGHT  BLANK  FIRING  PROBLEMS  FOLLOWED  PROCEDURES 
ALREADY  REPORTED  IN  PREVIOUS  CRITERION  DEVELOPMENT  RESEARCH  (SEE  ESPECIALLY 

29,  53). 

The  field  problems  developed  are  called  tests  of  combat  readiness 

BECAUSE  THEY  ATTEMPT  TO  MEASURE  THOSE  SKILLS  WHICH  ARE  BELIEVED  TO  BE 
NECESSARY  FOR  COMBAT  EFFECTIVENESS.  THE  OBJECTIVES  IN  DEVELOPING  SUCH 
TESTS  are: 

I.  To  identify -and  describe  the  important  combat  duties  of  a unit. 
2«  To  select  combat  missions  and  to  plan  aggressor  and  target 
actions  so  that  these  duties  can  be  performed  and  evaluated  under  standard- 
ized conditions. 

In  constructing  these  tests,  requirements  of  validity,  standardization 
(inter-umpire  agreement),  and  practicality  must  be  met: 

1.  Validity.  The  squad  actions  called  for  in  the  field  problem 

MUST  REPRESENT  THOSE  DUTIES  WHICH  DIFFERENTIATE  BETWEEN  GOOD  AND  POOR 
SQUADS  IN  COMBAT. 

2.  Standard i zat i on.  Standardization  is  achieved  by  making  mis- 
sion REQUIREMENTS  SIMILAR  FOR  ALL  SQUADS,  BY  PROVIDING  THE  SAME  TEST  CONDI- 

| TIONS  FOR  ALL  SQUADS,  AND  BY  INTENSIVE  TRAINING  OF  UMPIRES.  WHEN  TESTS 

| ARE  EFFECTIVELY  STANDARDIZED,  SQUAD  SCORES  CAN  BE  MEANINGFULLY  COMPARED. 
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3.  Inter-umpire  Agreement.  For  a field  test  to  be  effective, 

SCORES  MUST  BE  INDICATIVE  OF  PERFORMANCE,  NOT  UMPIRE  BIASES.  UMPIRES  MUST 
BE  CONTINUOUSLY  AND  INTENSIVELY  TRAINED  SO  THAT  THEY  USE  THE  SAME  FRAME 
OF  REFERENCE  IN  MAKING  RATINGS.  THE  FACTORS  TO  BE  RATED  MUST  BE  DE- 
SCRIBED IN  SUCH  A MANNER  THAT  THE  UMPIRE  HAS  OPPORTUNITY  TO  OBSERVE  AND 

RATE  OBJECTI VELY. 

4.  Pract i cal i ty.  Criterion  problems  must  be  suitable  for  admin- 
istration AT  AN  OPERATING  ARMY  INSTALLATION  BY  ARMY  PERSONNEL  AND  ON  TERRAIN 
AVAILABLE  ON  MOST  ARMY  RESERVATIONS.  THEY  MUST  NOT  MAKE  EXCESSIVE  DEMANDS 
ON  OPERATIONAL  UNITS  FOR  PERSONNEL  OR  MATERIEL. 

B.  DEVELOPMENTAL  STEPS 

The  STEPS  IN  DEVELOPING  the  daylight  blank  firing,1  DAYLIGHT  LIVE  FIRING 

2 

AND  NIGHT  PROBLEMS  FOR  THIS  STUDY  WERE: 

Step  I : Collection  and  Classification  of  Critical  Combat  Duties 

Background  materials  were  gathered  by  interviews  and  library  research. 
Field  manual  material,  MOS  duties  and  qualifications,  and  combat  incidents 

WERE  COLLECTED  AND  CLASSIFIED.  THIS  STEP  WAS  TAKEN  TO  MAKE  SURE  THAT  THE 
TESTS  INCLUDED  DUTIES  WHICH  ARE  CRITICAL  IN  COMBAT.  AS  A RESULT  OF  THIS 
RESEARCH  AND  ANALYSIS,  IT  APPREARED  THAT  THE  PRIMARY  DUTIES  OF  THE  RIFLE 
SQUAD  COULD  BE  CLASSIFIED  INTO  ESSENTIALLY  THREE  TYPES  OF  ACTIVITY: 

1.  Attack.  Action  taken  to  seize  ground  and  to  kill,  capture, 

OR  DESTROY  THE  ENEMY, 

2.  Defense.  Action  taken  to  hold  ground  or  materi  el. 


As  STATED  EARLIER,  THE  DAYLIGHT  BLANK  FIRING  PROBLEM  WAS  DEVELOPED  IN  1952 

Since  the  same  procedure  was  used  for  each  of  the  three  problems,  their 

DEVELOPMENT  IS  DISCUSSED  TOGETHER, 

p 

For  a more  detailed  discussion,  see  53. 
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3.  Investigation  or  reconnaissance.  Action  taken  to  gain 

KNOWLEDGE  ABOUT  ENEMY  ACTIVITY. 

Step  2:  Constructing  the  Field  Problems 

A LIST  OF  CRITICAL  SQUAD  DUTIES  WAS  PREPARED  FOR  EACH  OF  THE  THREE 
CRITERION  FIELD  TESTS.  FOUR  PHASES,  OR  MISSIONS,  WERE  DEVELOPED  FOR  THE 
DAYLIGHT  BLANK  FIRING  PROBLEM,  THREE  FOR  THE  DAYLIGHT  LIVE  FIRING  PROB- 
LEM, AND  ONE  FOR  THE  NIGHT  BLANK  FIRING  PROBLEM.  A SCENARIO  AS  WELL  AS  JOB 
DESCRIPTIONS  WERE  PREPARED  FOR  EACH  FIELD  PROBLEM  MISSION.  THE  SCENARIO 
SPECIFIED,  IN  CHRONOLOGICAL  SEQUENCE,  WHAT  SITUATIONS  THE  SQUAD  WAS  TO  MEET. 
JOB  DESCRIPTIONS  SPECIFIED  WHAT  THE  SQUAD  SHOULD  DO  WHEN  IT  ENCOUNTERED 
THE  SITUATIONS  DESCRIBED  IN  THE  SCENARIO.  CRITICAL  COMBAT  DUTIES  WERE  ! 
INCORPORATED  INTO  THE  JOB  DESCRIPTIONS  AND  THE  SCENARIO  REQUIRED  THE  SQUAD 
TO  PERFORM  THESE  DUTIES. 

Step  3:  Rev i ew  by  Experts 

The  scenarios  and  job  descriptions  were  reviewed  by  committees  of 
The  Infantry  School.  Suggested  changes  were  incorporated. 

Step  4:  Rating  Items 

Rating  items  were  prepared  from  the  revised  job  descriptions.  Making 
USE  of  past  experience  in  constructing  and  analyzing  items  descriptive  of 

FIELD  PERFORMANCE,  AN  ATTEMPT  WAS  MADE  TO  WRITE  ITEMS  THAT  WOULD  BE 
OBJECTIVE,  UNAMBIGUOUS,  AND  DESCRIPTIVE  OF  OBSERVABLE  BEHAVIOR. 

Step  5:  Field  Problem  Pretest 

The  field  problems  were  pretested  to  assure  that  rating  items  accurately 
described  the  behavior  to  be  observed.  Checks  were  made  to  assure  that  the 


PROBLEMS  PROVIDED  THE  SQUAD  AN  OPPORTUNITY  TO  EXECUTE  ALL  DUTIES  DESCRIBED 
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CHAPTER  I 
I NTRODUCT I ON 

It  has  become  commonplace  to  say  that  the  success  of  an  Army  is  a 
direct  function  of  the  ability  of  its  small  units  to  work  effectively. 

The  need  for  effective  teamwork  in  small  units  has  been  stressed  by  many 
military  writers  (14,  15,  16,  29,  53,  54).  The  Personnel  Research  Branch 
of  The  Adjutant  General's  Office  recognized  the  need  for  research  on  small 
unit  effectiveness  several  Years  ago.  There  was  initiated  in  1950  a 
series  of  contract  studies,  first  with  the  Institute  for  Research  in  Human 
Relations  and  later  with  Psychological  Research  Associates,  aimed  at 

DEVELOPING  METHODS  FOR  ASSESSING  THE  COMBAT  READINESS  OR  EFFECTIVENESS  OF 
SMALL  UNITS.  THE  INITIAL  WORK  (29)  WAS  CARRIED  OUT  WITH  THE  SCOUT  SQUAD 
OF  AN  ARMORED  CAVALRY  REGIMENT.  LATER  WORK  (53,  54)  WAS  DONE  WITH  THE 
INFANTRY  RIFLE  SQUAD.  THE  EMPHASIS  WAS  ON  THE  DEVELOPMENT  OF  VALID,  RELI- 
ABLE, AND  REALISTIC  MEASURES  OF  SQUAD  EFFECTIVENESS  WHICH  COULD  BE  USED 
AS  CRITERIA  FOR  THE  EVALUATION  OF  SELECTION  PROCEDURES  AND  CLASSIFICATION 
TECHNIQUES.  NATURALLY  MANY  BY-PRODUCTS,  PARTICULARLY  IN  THE  AREA  OF  TRAIN- 
ING, RESULTED.  THIS  EARLIER  RESEARCH  RESULTED  IN  THE  DEVELOPMENT  OF  A 
DAYLIGHT  BLANK  FIRING  FIELD  PROBLEM  AS  A CRITERION  OF  RIFLE  SQUAD  EFFECTIVE- 
NESS. Administration  of  this  problem  and  of  predictor  instruments  to  100 
RIFLE  SQUADS  MADE  IT  POSSIBLE  TO  ISOLATE  CERTAIN  FACTORS  WHICH  APPEARED  TO 
BE  RELATED  TO  THE  OPERATIONAL  READINESS  OF  RIFLE  SQUADS.  |N  ADDITION, 
PRINCIPLES  OF  SMALL  UNIT  TEST  CONSTRUCTION  WERE  SYSTEMATIZED,  AND  THEIR 
APPLICATION  IN  FURTHER  DEVELOPMENT  OF  PERFORMANCE  TESTS  WAS  POINTED  OUT. 


This  research  study  is  an  extension  of  the  initial  work.  Its  objectives 


were: 

1.  To  DEVELOP  DAYLIGHT  LIVE  FIRING  AND  NIGHT  FIELD  PROBLEMS  FOR  THE 

/ 

INFANTRY  RIFLE  SQUAD  TO  SUPPLEMENT  THE  SIX-HOUR  DAYLIGHT  BLANK  FIRING  PROB- 
LEM DEVELOPED  IN  THE  PRIOR  STUDY  (53,  54).  THIS  RESEARCH  WAS  REQUESTED  BY 

the  Commandant  of  the  Infantry  School,  Brig.  General  G.  S.  Meloy  (17). 

These  problems  were  to  provide  a more  comprehensive  test  of  the  combat 

READINESS  OF  INFANTRY  RIFLE  SQUADS.  IN  ADDITION,  MANUALS  FOR  ADMINISTERING 
AND  UMPIRING  THE  LIVE  AMMUNITION  AND  NIGHT  PROBLEMS  WERE  TO  BE  DEVELOPED. 

2.  TO  STUDY  FACTORS  UNDERLYING  COMBAT  READINESS  BY  DEVELOPING  A CON- 
CEPTUAL FRAMEWORK  TO  EXPLAIN  HOW  SMALL  MILITARY  UNITS  OPERATE,  TO  ANALYZE 
THIS  FRAMEWORK  INTO  SPECIFIC  PREDICTORS,  AND  TO  VALIDATE  THESE  PREDICTORS 
AGAINST  THE  CRITERION  SCORES.  IT  WAS  FELT  THAT  SUCCESSFUL  PREDICTORS  COULD 
BE  USED  FOR  SELECTION,  CLASSIFICATION,  AND  RELATED  PURPOSES. 

This  research  note  outlines  the  procedures  followed  in  developing 

CRITERIA  AND  PREDICTORS  AND  IN  ADMINISTERING  THESE  MEASURES  TO  RIFLE  SQUADS 

of  the  44th  Infantry  Division  at  Fort  Lewis,  Wash  i ngton,  dur  i ng  the  summer 
of  1954. 

One  specific  problem  in  criterion  research  of  this  type  is  the  diffi- 
culty frequently  encountered  in  obtaining  integral  units  or  squads.  Inte- 
grality IS  here  used  to  characterize  squads  which  contain  MEN  WHO  HAVE  had 

SUFFICIENT  OPPORTUNITY,  THROUGH  WORKING  AND  TRAINING  TOGETHER,  TO  WORK 
EFFECTIVELY  IN  THE  FIELD  AS  A SQUAD  TEAM.  TO  INSURE  THAT  SQUADS  TESTED  IN 
THIS  RESEARCH  WERE  INTEGRAL,  THE  44TH  INFANTRY  DIVISION  WAS  ORDERED  BY  THE 

Department  of  the  Army  to  freeze  the  composition  of  six  t/0  and  E rifle 

SQUADS  FROM  EACH  RIFLE  COMPANY  AT  LEAST  FOUR  WEEKS  PRIOR  TO  TESTING.  THE 
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IMPLEMENTATION  OF  THIS  ORDER  PROVIDED  162  SQUADS.  ONE  HUNDRED  AND  TWELVE 
OF  THESE  SQUADS,  WHICH  APPEARED  TO  BE  MOST  I NTEGRAL,  ON  THE  BASIS  OF  A 
PRELIMINARY  CHECK  WITH  PARENT  COMPANIES,  WERE  TESTED.  IN  ADDITION,  SQUAD 
INTEGRALITY  WAS  CHECKED  FURTHER  BY  A QUESTIONNAIRE  TO  ALL  SQUADS  TO  DETER- 
MINE HOW  LONG  THEY  HAD  BEEN  TOGETHER.  IT  WAS  FOUND  THAT  ALL  SQUADS  CONSISTED 
OF  MEN  WHO  HAD  BEEN  TOGETHER  FOR  ONE  MONTH  OR  LONGER,. THAT  THE  AVERAGE  SQUAD 
CONSISTED  OF  MEN  MOST  OF  WHOM  HAD  WORKED  TOGETHER  FIVE  TO  SIX  MONTHS.  IT 
WAS  FELT,  THEREFORE,  THAT  THE  COOPERATION  OF  THE  DIVISION  TO  ASSURE  THAT 
THE  SQUADS  TESTED  WERE  INTEGRAL  PROVIDED  AN  OPPORTUNITY  FOR  A REALISTIC 
EVALUATION  OF  THOSE  PREDICTORt  INSTRUMENTS  WHICH  MIGHT  BE  AFFECTED  BY 
I NTEGRAL I TY . 
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CHAPTER  I I 

DEVELOPMENT  OF  CRITERIA  OF  FIELD  PERFORMANCE 

A.  OBJECTIVES  OF  FIELD  TEST  DEVELOPMENT 

This  chapter  reviews  the  procedures  followed  in  developing  the  combat 

READINESS  CRITERIA  USED  IN  THIS  STUDY.  THE  DAYLIGHT  BLANK  FIRING  PROBLEM, 
DEVELOPED  IN  1952,  WAS  AVAILABLE  FOR  USE.  THE  METHODS  USED  IN  DEVELOPING 
THE  DAYLIGHT  LIVE  AND  NIGHT  BLANK  FIRING  PROBLEMS  FOLLOWED  PROCEDURES 
ALREADY  REPORTED  IN  PREVIOUS  CRITERION  DEVELOPMENT  RESEARCH  (SEE  ESPECIALLY 

29,  53). 

The  field  problems  developed  are  called  tests  opr  combat  readiness 

BECAUSE  THEY  ATTEMPT  TO  MEASURE  THOSE  SKILLS  WHICH  ARE  BELIEVED  TO  BE 
NECESSARY  FOR  COMBAT  EFFECTIVENESS.  THE  OBJECTIVES  IN  DEVELOPING  SUCH 
TESTS  are: 

1.  TO  IDENTIFY  'AND  DESCRIBE  THE  IMPORTANT  COMBAT  DUTIES  OF  A UNIT. 

2.  To  select  COMBAT  missions  AND  to  PLAN  AGGRESSOR  and  TARGET 
ACTIONS  SO  THAT  THESE  DUTIES  CAN  BE  PERFORMED  AND  EVALUATED  UNDER  STANDARD- 
IZED CONDITIONS. 

In  CONSTRUCTING  THESE  TESTS,  REQUIREMENTS  OF  VALIDITY,  STANDARDIZATION 
(iNTER-UMPIRE  AGREEMENT),  AND  PRACTICALITY  MUST  BE  MET: 

1.  Val i pi ty.  The  squad  actions  called  for  in  the  field  problem 

MUST  REPRESENT  THOSE  DUTIES  WHICH  DIFFERENTIATE  BETWEEN  GOOD  AND  POOR 
SQUADS  IN  COMBAT. 

2.  Standard i zat i on.  Standardization  is  achieved  by  making  mis- 
sion REQUIREMENTS  SIMILAR  FOR  ALL  SQUADS,  BY  PROVIDING  THE  SAME  TEST  CONDI- 
TIONS FOR  ALL  SQUADS,  AND  BY  INTENSIVE  TRAINING  OF  UMPIRES.  WHEN  TESTS 

ARE  EFFECTIVELY  STANDARDIZED,  SQUAD  SCORES  CAN  BE  MEANINGFULLY  COMPARED. 
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3.  Inter-umpire  Agreement.  For  a field  test  to  be  effective, 

SCORES  MUST  BE  INDICATIVE  OF  PERFORMANCE,  NOT  UMPIRE  BIASES.  UMPIRES  MUST 
BE  CONTINUOUSLY  AND  INTENSIVELY  TRAINED  SO  THAT  THEY  USE  THE  SAME  FRAME 
OF  REFERENCE  IN  MAKING  RATINGS.  THE  FACTORS  TO  BE  RATED  MUST  BE  DE- 
SCRIBED IN  SUCH  A MANNER  THAT  THE  UMPIRE  HAS  OPPORTUNITY  TO  OBSERVE  AND 
RATE  OBJECTIVELY. 

4.  Pract i cal i ty.  Criterion  problems  must  be  suitable  for  admin- 
istration AT  AN  OPERATING  ARMY  INSTALLATION  BY  ARMY  PERSONNEL  AND  ON  TERRAIN 
AVAILABLE  ON  MOST  ARMY  RESERVATIONS.  THEY  MUST  NOT  MAKE  EXCESSIVE  DEMANDS 
ON  OPERATIONAL  UNITS  FOR  PERSONNEL  OR  MATERIEL. 

B.  DEVELOPMENTAL  STEPS 

The  steps  in  developing  the  dayligwt  blank  firing,1  daylight  live  firing 

2 

AND  NIGHT  PROBLEMS  FOR  THIS  STUDY  WERE: 

Step  I : Collection  and  Classification  of  Critical  Combat  Duties 

Background  materials  were  gathered  by  interviews  and  library  research. 
Field  manual  material,  MOS  duties  and  qualifications,  and  combat  incidents 

WERE  COLLECTED  AND  CLASSIFIED.  THIS  STEP  WAS  TAKEN  TO  MAKE  SURE  THAT  THE 
TESTS  INCLUDED  DUTIES  WHICH  ARE  CRITICAL  IN  COMBAT.  AS  A RESULT  OF  THIS 
RESEARCH  AND  ANALYSIS,  IT  APPREARED  THAT  THE  PRIMARY  DUTIES  OF  THE  RIFLE 
SQUAD  COULD  BE  CLASSIFIED  INTO  ESSENTIALLY  THREE  TYPES  OF  ACTIVITY: 

1.  Attack.  Action  taken  to  seize  ground  and  to  kill,  capture, 

OR  DESTROY  THE  ENEMY, 

2.  Defense.  Action  taken  to  hold  ground  or  materiel. 


As  STATED  EARLIER,  THE  DAYLIGHT  BLANK  FIRING  PROBLEM  WAS  DEVELOPED  IN  1952 

Since  the  same  procedure  was  used  for  each  of  the  three  problems,  their 

DEVELOPMENT  IS  DISCUSSED  TOGETHER.  - 

For  a more  detailed  discussion,  see  53. 
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3.  Investigation  or  reconnaissance.  Action  taken  to  gain 

KNOWLEDGE  ABOUT  ENEMY  ACTIVITY. 

Step  2:  Constructing  the  Field  Problems 

A LIST  OF  CRITICAL  SQUAD  DUTIES  WAS  PREPARED  FOR  EACH  OF  THE  THREE 
CRITERION  FIELD  TESTS.  FOUR  PHASES,  OR  MISSIONS,  WERE  DEVELOPED  FOR  THE 
DAYLIGHT  BLANK  FIRING  PROBLEM,  THREE  FOR  THE  DAYLIGHT  LIVE  FIRING  PROB- 
LEM, AND  ONE  FOR  THE  NIGHT  BLANK  FIRING  PROBLEM.  A SCENARIO  AS  WELL  AS  JOB 
DESCRIPTIONS  WERE  PREPARED  FOR  EACH  FIELD  PROBLEM  MISSION.  THE  SCENARIO 
SPECIFIED,  IN  CHRONOLOGICAL  SEQUENCE,  WHAT  SITUATIONS  THE  SQUAD  WAS  TO  MEET. 
JOB  DESCRIPTIONS  SPECIFIED  WHAT  THE  SQUAD  SHOULD  DO  WHEN  IT  ENCOUNTERED 
THE  SITUATIONS  DESCRIBED  IN  THE  SCENARIO.  CRITICAL  COMBAT  DUTIES  WERE  I 
INCORPORATED  INTO  THE  JOB  DESCRIPTIONS  AND  THE  SCENARIO  REQUIRED  THE  SQUAD 
TO  PERFORM  THESE  DUTIES. 

Step  3:  Review  by  Experts 

The  scenarios  and  job  descriptions  were  reviewed  by  committees  of 
The  Infantry  School.  Suggested  changes  were  incorporated. 

Step  4:  Rating  Items 

Rating  items  were  prepared  from  the  revised  job  descriptions.  Making 

USE  OF  PAST  EXPERIENCE  IN  CONSTRUCTING  AND  ANALYZING  ITEMS  DESCRIPTIVE  OF 
FIELD  PERFORMANCE,  AN  ATTEMPT  WAS  MADE  TO  WRITE  ITEMS  THAT  WOULD  BE 
OBJECTIVE,  UNAMBIGUOUS,  AND  DESCRIPTIVE  OF  OBSERVABLE  BEHAVIOR. 

Step  5:  Field  Problem  Pretest 

The  field  problems  were  pretested  to  assure  that  rating  items  accurately 

DESCRIBED  THE  BEHAVIOR  TO  BE  OBSERVED.  CHECKS  WERE  MADE  TO  ASSURE  THAT  THE 
PROBLEMS  PROVIDED  THE  SQUAD  AN  OPPORTUNITY  TO  EXECUTE  ALL  DUTIES  DESCRIBED 
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BY  RATING  ITEMS.  FURTHER  INSTRUCTIONS  REQUIRED  FOR  ADMINISTRATORS  AND 
UMPIRES,  AND  CRITICAL  POINTS  THAT  WOULD  HAVE  TO  BE  EMPHASIZED  IN  UMPIRE 
TRAINING,  WERE  WRITTEN. 

Step  6:  Revision,  Final  Review,  Weighting,  and  Scoring 

The  field  problems  were  revised  on  the  basis  of  pretests.  The  revised 

PROBLEMS  WERE  RESUBMITTED  TO  TIS  COMMITTEES  FOR  THEIR  JUDGMENTS  OF  THE 
RELATIVE  IMPORTANCE  OF  INDIVIDUAL  ITEMS  AND  TEST  MISSIONS.  THESE  JUDGMENTS 
PROVIDED  A BASIS  FOR  THE  ASSIGNMENT  OF  WEIGHTS  TO  THE  VARIOUS  PARTS  OF  THE 
PROBLEMS.  These  PREASSIGNED  WEIGHTS  wtlR  E USED  IN  COMPUTING  SQUAD  PERFORMANCE 

l 

SCORES. 

Step  7:  Manual  for  Administrative  and  Umpire  Instruction 

A MANUAL  WAS  WRITTEN  TO  ACCOMPANY  EACH  FIELD  TEST.  THE  MANUAL  FOR  THE 
DAYLIGHT  BLANK  FIRING  PROBLEM,  CRT  73,  WRITTEN  IN  1952,  WAS  REVISED  AS  A 
PART  OF  THIS  PROJECT.  THE  MANUALS  CONTAIN  INSTRUCTIONS  TO  ADMINISTRATORS 
ON  HOW  TO  ORGANIZE  EACH  PROBLEM,  HOW  TO  ADMINISTER  IT  IN  A STANDARDIZED 
WAY,  AND  HOW  TO  TRAIN  UMPIRES  AND  AGGRESSORS  OR  PIT  DETAILS.  A LIST  OF 
MATERIEL  REQUIRED  FOR  EACH  PROBLEM  IS  INCLUDED. 

C.  RIFLE  SQUAD  FIELD  PROBLEM,  DAYLIGHT  BLANK  FIRING 

THE  DEVELOPMENTAL  PROCEDURES  FOR  THE  DAYLIGHT  BLANK  FIRING  PROBLEM 
(DBFP)  HAVE  ALREADY  BEEN  DESCRIBED  (53).  THE  PROBLEM  RATING  FORMS  AND  MANUAL, 
AS  REVISED  DURING  OCTOBER  1954,  ARE  REPRODUCED  ! V SECTIONS  A AND  AA,  APPENDIX  | 
OF  THIS  REPORT.  SQUAD  MOVEMENTS  ARE  SHOWN  IN  FlG.  A. 

D.  RIFLE  SQUAD  FIELD  PROBLEM,  DAYLIGHT  LIVE  FIRING 

Work  on  the  development  of  the  daylight  live  firing  problem  (DLFP)  was 
begun  in  June  1953  and  was  substantially  completed  during  September  of  that 
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Figure  A:  The  Daylight  Blank  Problem:  Squad  Movement  by  Phases 
(numbers  indicate  action  sequence  for  a squad  starting  with  the 
Point  Phase). 
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! . Steps  in  Developing  This  Field  Problem. 

StEP  I ; Important  sources  of  background  material  for  the  live  firing 

PROBLEM  INCLUDED  ARMY  FIELD  MANUALS,  THE  INFANTRY  SCHOOL  VAULT  FILES,  ARTI- 
CLES IN  MILITARY  PERIODICALS,  REPORTS  OF  COMBAT  INCIDENTS,  PRB  RESEARCH 

Note  6 (57),  and  PRB  Report  980  (53).  Critical  duties  were  organized  and 

CLASSIFIED  IN  ACCORDANCE  WITH  THE  MOST  OVERRIDING  CONSIDERATION  FOR  THIS 
PROBLEM— THAT  IT  PROVIDE  A COMPREHENSIVE  TEST  OF  THOSE  CRITICAL  SQUAD  DUTIES 
WHICH  COULD  BE  PERFORMED  ONLY  WITH  THE  USE  OF  LIVE  AMMUNITION. 

IT  BECAME  APPARENT  EARLY  IN  THE  STUDY  OF  CRITICAL  SQUAD  FIRING  DUTIES 
THAT,  IN  ALMOST  ALL  COMBAT  SITUATIONS,  ENEMY  ARE  SELDOM  VISIBLE  TARGETS. 

Thus,  to  be  effective,  fire  must  be  aimed  not  only  at  seen  enemy.but  also 

AT  POSITIONS  WHERE  ENEMY  ARE  LIKELY  TO  BE.  IT  WAS  THEREFORE  DECIDED  THAT 
THE  SQUADS’  FIRE  PERFORMANCE  WOULD  BE  MEASURED  FOR  THE  MOST  PART  IN  TERMS 
OF  HITS  ON  HIDDEN  TARGETS  PLACED  AT  LIVELY  ENEMY  POSITIONS.  UNIT  FIRE 
WAS  CLASSIFIED  INTO  FOUR  BASIC  DIMENSIONS,  NOT  ENTIRELY  INDEPENDENT  OF 
EACH  OTHER:  VOLUME,  RATE,  ACCURACY,  AND  DISTRIBUTION.  FIRE  CONTROL  BY  THE 
SQUAD  LEADER,  OF  COURSE,  IS  REQUIRED  FOR  THE  PROPER  ACCOMPLISHMENT  OF 
EACH  OF  THESE. 

Special  emphasis  was  placed  on  the  firing  requirements  of  combat 
situations.  Other  critical  rifle  squad  duties,  such  as  the  use  of  cover 

AND  CONCEALMENT,  SECURITY,  OBSERVATION  OF  THE  ENEMY,  ETC.,  WERE  ALSO  INCLUDED. 

Step  2:  Firing  duties  were  discussed  with  TIS  committees  to  assess  the 

RELATIVE  IMPORTANCE  OF  THE  VARIOUS  DUTIES  IN  CRITICAL  TACTICAL  STTUATIONS. 

ON  THE  BASIS  OF  THESE  DISCUSSIONS,  THREE  TACTICAL  MISSIONS  OR  PHASES  WERE 
CONSTRUCTED-*,  AND  SCENARIOS  AND  JOB  DESCRIPTIONS  WERE  WRITTEN  FOR  EACH. 

i" : ' ' ’ ' ' : E 
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Figure  B:  Live  Firing  Problem:  Squad  Movements  By  Phase  (numbers  indicate  the  action  sequence 
WHEN  THE  TACTICAL  PHASES  ARE  RUN  IN  THE  oroer:  ATTACK,  FLANK  GUARD,  DEFENSE) 


The  phases  are 


1.  Squad  attacking  as  part  of  a company  in  attack. 

2.  Squad  as  part  of  a reserve  platoon  in  defense. 

3.  Squad  as  flank  guard  in  an  approach  march. 

In  addition  to  these  three  phases,  a fourth,  nontactical  phase  was  added 
to  check  the  ability  of  squad  members  to  fire  and  handle  their  weapons 
safely.  This  was  called  the  Technique  of  Fire  Phase.  Squad  movements 

ARE  SHOWN  IN  FlG.  B.  PURPOSES  OF  THE  MISSIONS  ARE  SUMMARIZED  AS  FOLLOWS: 

1.  Squad  i n Attack.  This  phase  was  to  test  the  ability  of  the 

SQUAD  TO  DEPLOY  RAPIDLY  AND  LAY  DOWN  ACCURATE  FIRE  WHEN  FIRED  ONJ  TO 
ASSAULT  AGGRESSIVELY;  TO  DELIVER  A HEAVY  VOLUME  OF  STEADY,  ACCURATE  AND 
WELL  DISTRIBUTED  FIRE;  TO  OVERRUN  THE  OBJECTIVE  COMPLETELY  AND  REORGANIZE 
QUICKLY  AND  PROPERLY. 

2.  Squad  in  Defense.  This  phase  was  to  measure  the  squad's 

ABILITY  TO  DELIVER  ACCURATE  FIRE,  PROPERLY  DISTRIBUTED  BOTH  LATERALLY  AND 
IN  DEPTH,  AT  LIKELY  ENEMY  POSITIONS  IN  A SPECIFIED  AREA. 

3.  Squad  as  Flank  Guard.  This  phase  was  to  measure  performance 

OF  THE  SQUAD  WHEN  HIT  BY  SURPRISE  SMALL  ARMS  FIRE  WITHIN  RANGE.  SPECIFIC 
DUTIES  TESTED  INCLUDED:  LOCATING  THE  INCOMING  VlIRE;  DEPLOYING  AND  BUILDING 
UP  A FIRING  LINE  RAPIDLY;  THE  SQUAD  LEADER'S  FIRE  CONTROL  J AND  HIS  SQUAD'S 
ABILITY  TO  ENGAGE  STATIONARY  AND  MOVING  TARGETS  DESIGNATED  BY  SMOKE  AND  FLASH. 

Step  3:  These  three  phases  were  reviewed  by  committees  of  The  Infantry 
School.  Suggested  changes  were  incorporated. 

Step  4:  Rating  items  were  written  directly  from  the  job  descriptions. 
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Step  5;  Field  tryouts  were  conducted  with  six  rifle  squads  of  the  30th 

l 

Infantry  Regiment  at  Fort  Benning  during  August  and  September  1953.  The 

THREE  TACTICAL  MISSIONS  WERE  RUN  SEPARATELY.  EXTENSIVE  CONFERENCES  WERE 
HELD  TO  IRON  OUT  ADMINISTRATIVE  DIFFICULTIES.  NECESSARY  INSTRUCTIONS  WERE 
WRITTEN  INTO  THE  PROBLEM  MANUAL. 

Step  6s  Major  and  minor  revisions  and  refinements  were  made  in  the 

PROBLEM  AS  A RESULT  OF  THE  PRETESTS.  AMONG  THESE  WERE: 

1.  Duties  requiring  the  squad  leader  to  brief  his  men  were 

ELIMINATED  SINCE  DIFFERENCES  IN  SQUAD  LEADER  "SOLUTIONS"  WERE  FOUND  TO 
CREATE  ADDITIONAL  SAFETY  HAZARDS.  FURTHER,  IT  WAS  FELT  THAT  THESE  DUTIES 
WERE  BEING  TESTED  ADEQUATELY  IN  THE  BLANK  FIRING  PROBLEMS. 

2.  REF.STIMATES  OF  AMMUNITION  AND  LOGISTIC  REQUR  I EMENTS  WERE  MADE. 

3.  The  number  of  target  hits  in  various  situations  was  empirically 

DETERMINED.  ON  THE  BASIS  OF  HIT  EXPECTANCY  ESTIMATES,  THE  NUMBER  OF  TARGETS 
USED  IN  THE  DEFENSE  PHASE  WAS  INCREASED  FROM  21  TO  49. 

4.  Emphasis  was  placed  upon  relative  weights  to  be  given  the 

VARIOUS  ASPEXTS  OF  FIRE  IN  THE  SITUATIONS  INCLUDED  IN  THE  PROBLEM.  THE 
RESULTING  RATING  FORM  IS  REPRODUCED  IN  SECTION  B OF  APPENDIX  I OF  THIS  REPORT. 

Step  7:  The  live  firing  problem  manual  prepared  is  reproduced  in 
Section  BB  or  Appendix  I of  this  report. 

2.  Special  Problems 

One  of  the  difficulties  in  developing  realistic  field  problems  using 

LIVE  AMMUNITION  WAS  THE  SIMULATION  OF  ENEMY  SMALL  ARMS  FIRE.  THIS  WAS 
SOLVED  IN  THE  ATTACK  AND  FLANK  GUARD  PHASES  BY  THE  USE  OF  FIRECRACKERS 
PLACED  IN  FRONT  OF  SILHOUETTE  TARGETS  HIDDEN  BY  BRUSH.  THE  USE  OF  FIRE- 
CRACKERS IN  THIS  WAY  IS  BELIEVED  TO  BE  AN  IMPORTANT  IMPROVEMENT  OVER  OTHER 
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METHODS  OF  SIMULATING  RIFLE  FIRE.  FURTHER,  THE  COST  OF  FIRECRACKERS 


INCLUDING  FUSE,  IS  ABOUT  ONE  CENT  PER  ROUND — A VERY  CONSIDERABLE  SAVING 
COMPARED  WITH  USE  OF  BLANK  AMMUNITION. 

Unless  squads  have  a chance  to  perform  their  duties  at  all  levels  of 

EFFECIENCY,  THEY  CANNOT  BE  TESTED  ADEQUATELY.  YET,  ALLOWING  FREEDOM  TO 
MAKE  MISTAKES  IN  A LIVE  AMMUNITION  PROBLEM  CAN  INTRODUCE  SAFETY  HAZARDS 
UNLESS  CORRECTIVE  MEASURES  ARE  TAKEN.  SEVERAL  PROCEDURES  WERE  ADOPTED 
SO  THAT  SQUADS  COULD  BE  TESTED  WITH  RELATIVE  SAFETY. 

1.  A NONTACTICAL  PHASE — TECHNIQUE  OF  Fl RE — WAS  ADMINISTERED  TO 
ALL  SQUADS,  PRIOR  TO  ADMINISTRATION  OF  THE  TACTICAL  PHASES,  TO  DETERMINE 
WHETHER  EACH  MAN  COULD  HANDLE  HIS  WEAPON  SAFELY.  SCORES  OF  SQUADS  WITH  MEN 
JUDGED  UNSAFE  WERE  ADJUSTED.  MEN  JUDGED  DOUBTFUL  FOR  SAFETY  REASONS  WERE 
GIVEN  INSTRUCTION  AND  WATCHED  VERY  CLOSELY  BY  UMPIRES  DURING  THE  TACTICAL 
PHASES. 

2.  The  platoon  leader  umpires,  rather  than  the  squad  leader, 

GAVE  THE  ORDERS  TO  THE  ENTIRE  SQUAD.  THIS  REDUCED  THE  PROBABILITY  THAT 
THE  SQUAD  LEADER  WOULD  SELECT  A ROUTE  OR  FORMATION  THAT  COULD  HAVE  BEEN 
DANGEROUS. 

3.  Terrain  was  so  specified  and  selected  that  when  the  squad 

WAS  FIRED  ON  WHILE  MOVING  IN  DIAMOND  OR  COLUMN  FORMATION,  A GROUND  MASK 
KEPT  THE  REAR  MEN  FROM  BEING  ABLE  TO  FIRE  EFFECTIVELY  ON  THE  OBJECTIVE 
UNTIL  THEY  COME  UP  ON  LINE  WITH  THE  LEAD  MEN.  THIS  REDUCED  THE  CHANCE 
THAT  A MAN  WOULD  TRY  TO  FIRE  OVER  OR  BETWEEN  OTHER  MEN. 

4.  An  umpire  was  instructed  to  follow  AND  closely  watch  each 

AUTOMATIC  RIFLEMAN  (AR  MAn).  TH I S BECAME  PARTICULARLY  IMPORTANT  IN  THE 
ASSAULT,  WHERE  EXPERIENCE  INDICATED  THAT  UNTRAINED  AR  MEN  OFTEN  DROPPED 
BEHIND  WHEN  LEADING  MAGAZINES,  OR  WERE  UNABLE  TO  HOLD  THEIR  WEAPON  STEADY. 
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5.  Umpires  were  carefully  instructed  on  all  matters  of  safety. 

6.  Reshearsals,  using  blank  ammunition,  familiarized  umpires 

WITH  THE  I R DUTI ES. 

3.  APMI Nl STRATI  ON 

THE  ADMINISTRATION  TIME  FOR  THE  TECHNIQUE  OF  Fl RE  AND  THE  THREE  TACTICAL 
PHASES  IS  ABOUT  SIX  HOURS.  THE  TEST  CAN  BE  ADMINISTERED  TO  FOUR  OR  MORE 
SQUADS  DAILY.  THREE  MEN  UMPIRE  EACH  SQUAD,  AND  SIX  SERVE  AS  PITMEN  ( TWO 

for  the  Attack,  one  for  the  defense,  and  three  for  the  Flank  Guard  phases). 

E.  RIFLE  SQUAD  FIELD  PROBLEM,  NIGHT  BLANK  FIRING 
I . Steps  in  Field  Problem  Development 

Step  I : The  most  useful  source  materials  for  night  combat  duties  were 
combat  incidents  collected  for  the  Operations  Research  Office  by  the  American 
Institute  for  Research  (l),  and  interview  and  questionnaire  material  from 

COMMITTEE  MEMBERS  AT  THE  INFANTRY  SCHOOL.  FIELD  MANUALS,  JOB  DESCRIPTIONS, 
AND  MILITARY  BOOKS  AND  JOURNALS  WERE  ALSO  REVIEWED. 

Step  2:  Practically  all  of  the  critical  duties  gathered  from  the  above 

SOURCES  COULD  BE  CATEGORIZED  INTO  THREE  GENERAL  KINDS  OF  ACTION:  ATTACK, 
DEFENSE,  AND  PATROL  * IT  WAS  POSSIBLE  TO  COMBINE  THESE  THREE  GENERAL  KINDS 
OF  ACTION  INTO  A SINGLE  MISSION— -A  COMBAT  PATROL.  IN  THIS  SINGLE  MISSION, 
MOST  OF  THE  CRITICAL  SQUAD  DUTIES  COULD  BE  TESTED  WITHOUT  THE  ADMINISTRATIVE 
COMPLICATION  OF  RUNNING  SEVERAL  SQUADS  AROUND  A CIRCULAR  COURSE  AT  NIGHT. 

By  USING  A SEPARATE  LANE  FOR  EACH  SQUAD  TESTED,  IT  WAS  ALSO  POSSIBLE  TO  TEST 
BOTH  NIGHT  DUTIES  AND  DAYLIGHT  DUTIES  INVOLVED  IN  PREPARING  FOR  A NIGHT  MIS- 
SION. Squad  movements  during  the  night  blank  firing  problem  (NBFP)  are 
shown  in  Fig.  C. 
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J.5quad  rcceives 

TROOP  OR  I ENTAT I ON 

Warn i ng  order 

GIVEN  TO  SQUAD 
LEADER . 


2.  Leader  gi ven- 

ORDER — 08 JECT I VE 
POINTED  OUT. 

Leader  visits 

LISTENING  POST. 


Squad  infil- 
trates wire;  h 
assaults  ob- 
ject 1 VE  . 


|6.  Squad 
defends 

AGA I NST 
COUNTER- 
ATTACK . 


Object i ve 


Figure  C:  Night  Problem:  Squad  Movements. 


The  following  duties  were  tested: 

1.  The  squad  leader's  ability  to;  issue  a combat  patrol  order; 
supervise  preparations  for  the  patrol;  conduct  rehearsals;  use  a map,  com- 
pass, AND  LANDMARKS  TO  DETERMINE  AND  MAINTAIN  DIRECTION  WHEN  MOVING  AT  NIGHT; 
DIRECT  WIRE  CUtTING  AND  INFILTRATION  THROUGH  WIRE;  DIRECT  THE  ATTACK  ON  AN 
OBJECTIVES  REORGANIZE  HIS  SQUAD  AND  REPEL  COUNTERATTACKS?  AND  USE  CORRECT 
RADIO  PROCEDURE. 

2.  The  assistant  squad  leader's  ability  to  take  command  and 

START  PREPARING  THE  SQUAD  FOR  THE  MISSION  IN  THE  SQUAD  LEADER'S  ABSENCE, 

AND  TO  HELP  CONTROL  THE  SQUAD  THROUGHOUT  THE  MISSION. 

3.  The  squad's  ability  to:  assimilate  a patrol  order;  move 

QUIETLY,  MAINTAINING  FORMATIONS  AND  SECURITY?  INFILTRATE  SILENTLY  THROUGH 

wire;  assault  an  Objective  in  coordination,  maintaining  a heavy?steady  volume 
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OF  FIRE  ON  ENEMY  POSITIONS;  DEPLOY  AND  REORGANIZE  AFTER  OVERRUNNING  THE 

objective;  discover  enemy  infiltrators;  repel  counterattacks;  and  work 

TOGETHER  AS  A TEAM  THROUGHOUT  THE  PROBLEM. 

Step  5:  This  rating  form,  after  review  by  TIS  committee  members,  was 

PRETESTED  FOUR  TIMES  WITH  SQUADS  OF  THE  30TH  INFANTRY  REGIMENT,  WITH  AT 
LEAST  A DAY  INTERVAL  BETWEEN  PRETESTS.  MEMBERS  OF  THE  RESEARCH  TEAM  ACTED 
AS  UMPIRES  FOR  THESE  PRETESTS  AND  NOTED  ITEMS  THAT  WERE  DIFFICULT  TO  RATE, 
ADMINISTER,  ETC. 

The  QUESTION  AROSE  AS  TO  THE  EFFECT  OF  DARKNESS  ON  THE  SQUAD  SCORES 
AND  UPON  THE  ABILITY  OF  THE  UMPIRES  TO  EVALUATE  PERFORMANCE.  IT  WAS  THE 
OPINION  OF  THE  RESEARCH  TEAM  THAT  THE  EFFECT  OF  DARKNESS  ON  SQUAD  PERFORMANCE 
WAS  NOT  GREAT  CONSIDERING  THE  RANGE  OF  ILLUMINATION  AND  TEST  CONDITIONS  ENCOUN- 
TERED IN  THIS  PROBLEM.  IT  WAS  FELT  THAT  THE  USE  OF  TWO  UMPIRES  PER  TEST 
SQUAD  MADE  IT  POSSIBLE  TO  ADEQUATELY  EVALUATE  PERFORMANCE  AT  NIGHT.  EXCEP- 
TIONAL NIGHT  VISION  IS  NOT  AS  IMPORTANT  FOR  UMPIRES  AS  GENERAL  ALERTNESS 
AND  MOTIVATION.  The  UMPIRES  ONLY  HAVE  TO  BE  ABLE  TO  SEE  THE  MEN,  THEIR 
POSITION  IN  FORMATION,  AND,  AT  TIMES,  THE  WAY  THEY  ARE  FACING.  ALSO  A 
NUMBER  OF  THE  RATINGS  ARE  MADE  ON  THE  BASIS  OF  SOUND. 

Step  6;  The  revised  rating  form  is  reproduced  in  Section  C of  Appendix  ! 
of  this  report. 

Step  7;  The  manual  that  was  prepared  is  reproduced  in  Section  CC  of 
Appendix  I of  this  report. 

2.  Special  Problems 

A PROBLEM  INHERENT  IN  UMPIRING  NIGHT  PROBLEMS  IS  THAT  OF  BEING  ABLE  TO 
SEE  THE  RATING  FORM  WITHOUT  INTERFERING  WITH  DARK  ADAPTATION  OR  VIOLATING 
LIGHT  SECURITY.  THIS  PROBLEM  WAS  SOLVED  BY  USING  A FLASHLIGHT  WITH  AN 


ULTRAVIOLET  FILTER  AND  RATING  FORMS  PRINTED  ON  FLOURESCENT  PAPER.  (TECH- 
NICAL DETAILS  ARE  GIVEN  IN  THE  MANUAL.) 

Another  problem  arose  from  the  use  of  automatic  rifles.  Browning 

AUTOMATIC  RIFLES  FIRE  BLANK  AMMUNITION  WITH  DIFFICULTY.  ON  THE  OTHER 
HAND,  SUBSTITUTING  M-l  RIFLES  FOR  AUTOMATIC  RIFLES  WOULD  MAKE  SEPAR- 
ATE RATINGS  OF  THE  PERFORMANCE  OF  AR  MEN  DIFFICULT,  SINCE  IT  WOULD  BE  H^Rp 
TO  DISTINGUISH  BETWEEN  THEM  AND  RIFLEMEN.  THIS  PROBLEM  WAS  SOLVED  BY 
ATTACHING  BRACKETS  AROUND  THE  MUZZLES  OF  M-l  RIFLES,  TO  WHICH  THE  BIPOD 
LEGS  OF  THE  AUTOMATIC  RIFLES  WERE  FASTENED.  BY  USING  THESE  BRACKETS,  AR 
MEN  WERE  DIFFERENTIATED  FROM  RIFLEMEN  AND  COULD  FIRE  BL'ANK  AMMUNITION. 

(Specifications  for  these  brackets  are  given  inthe  manual.) 

3.  Admi ni strati  on 

The  problem  runs  about  six  hours  (exclusive  of  messing  time).  It  starts 

THREE  AND  ONE  QUARTER  HOURS  BEFORE  SUNSET.  ONE  SQUAD  IS  TESTED  PER  LANE. 

Materiel  requiI  rements  and  preparations  needed  to  administer  the  problem 

ARE  WITHIN  THE  MEANS  OF  OPERATIONAL  UNITS.  LANE  PREPARATION,  EXCEPT  FOR 
THE  LAYING  OF  BARBED  WIRE,  IS  SIMPLE.  THREE  ADMINISTRATIVE  PERSONNEL  ARE 
NEEDED  PER  LANE.  THEY  ACT  AT  FIRST  AS  FRIENDLY  TROOPS,  THEN  AS  AGGRESSORS. 

They  also  prepare  and  maintain  the  problem  lane.  Two  umpires  are  used  per 

SQUAD — A PLATOON  LEADER  UMPIRE  ( PLU ) AND  AN  ASSOCIATE  UMPIRE  (All) — ALTHOUGH 
PROVISION  HAS  BEEN  MADE  FOR  USING  ONLY  ONE. 

F.  CRITERION  SCORES 

Items  measuring  squad  leader  and  squad  member  performance  are  separated 

SO  THAT  EACH  PROBLEM  PRODUCES  THREE  SCORES:  A SQUAD  LEADER  SCORE,  A SQUAD 
MEMBER  SCORE,  AND  A TOTAL  SQUAD  SCORE.  SCORES  ARE  EXPRESSED  AS  PERCENTAGES. 
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Military  experts  were  consulted  to  determine  the  weights  to  be  assigned 

TO  EACH  OF  THE  THREE  PROBLEMS  WHEN  COMBINING  THESE  SCORES  INTO  COMPO- 
SITE SCORES  FOR  SQUAD  LEADERS,  SQUAD  MEMBERS  AND  SQUAD  TOTAL.  ON  THE 
BASIS  OF  THEIR  JUDGMENTS,  THE  FOLLOWING  WEIGHTS  WERE  SPECIFIED: 


Squad 

Squad 

Squad 

Leader 

Membei. 

Total 

Percent  Score 

Percent  Score  . 

Percent  Score 

Daylight  Blank  Firing 

4 

4 

4 

Night  Blank  Firing 

4 

2 

3 

Dayl i ght  Live  Firing 

2 

4 

3 

i 
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CHAPTER  I I I 

ADMINISTRATION  OF  THE  FIELD  PROBLEMS 

After  the  three  criterion  field  problems  had  been  developed,  the  research 

TEAM  ADMINISTERED  THE  PROBLEMS  TO  I I 2 RIFLE  SQUADS  OF  THE  44th  INFANTRY 
Division  at  Fort  Lewis,  Washington. 

A . GENERAL  PREPARATIONS 

Three  major  procedural  steps  were  followed  in  preparing  for  standardized 
administration  of  the  criterion  field  problems: 

1.  Selection  of  Terrain  and  Preparation  of  Courses 

2.  Selection  and  Training  of  Umpires  and  Administrative  Personnel 

3.  Conduct  of  Rehearsals 

1.  Selection  of  Terrain  and  Preparation  of  Courses.  From  areas  assigned 
to  the  research  team,  terrain  was  selected  so  that  the  critical  duties  in 

EACH  PROBLEM  COULD  BE  TESTED  UNDER  OPTIMAL  CONDITION  AND  STILL  SATISFY  THE 
REQUIREMENTS  OF  TACTICAL  REALISM  AND  ADMINISTRATIVE  PRACTICALITY.  TERRAIN 
REQUIREMENTS  AND  COURSE  PREPARATIONS  ARE  DISCUSSED  IN  THE  MANUALS  FOR  EACH 

problem  (See  Appendix  l). 

2 . Selection  and  Training  of  Umpires  and  Administrative  Personnel.  Ten 

ENLISTED  MEN  WhO  HAD  BEEN  PREVIOUSLY  TRAINED  AS  UMPIRES  ON  THE  DAYLIGHT 
BLANK  FIRING  PROBLEM  SERVED  AS  UMPIRES  OF  TH.IS  PROBLEM.  FIVE  SECOND  LIEU- 
TENANTS WERE  ASSIGNED  TO  ACT  AS  SAFETY  OFFICERS  AND  UMPIRES  ON  THE  DAY  - 
LIGHT  LIVE  FIRING  PROBLEM;  NINE  NONCOM I SS I ONED  OFFICERS  ALSO  SERVED  AS 
UMPIRES.  Ten  NCO  UMPIRES  WERE  ASSIGNED  TO  THE  NIGHT  BLANK  FIRING  PROBLEM. 

The  NCO  umpires  were  selected  on  the  basis  of  scores  on  the  Rifle  Squad 
Leader  Test  (CRT  7?/  scores  on  an  arithmetic  test,  ability  to  give  orders, 


STABILITY-  AND  DESIRE  TO  TAKE  PART  IN  THE  RESEARCH  PROGRAM.  ADMINISTRATIVE 
PERSONNEL  (AGGRESSORS,  PITMEN,  FRIENDLY  TROOPS,  AND  SO  On)  WERE  SUPPLIED 

by  the  Reconnaissance  Company  of  the  44th  Division. 

Training  of  each  group  of  umpires  was  conducted  by  the  research  team. 

It  consisted  of: 

1.  Review  of  squad  tactics 

2.  Study  of  the  rating  forms 

3.  Study  of  umpire  duties 

4.  Field  orientation 

5.  Field  rehearsals 

Administrative  personnel  were  thoroughly  instructed  in  their  duties  by 
research  personnel.  Instruction  included  practice  during  rehearsals,  fol- 
lowed BY  CRITICAL  REVIEW  OF  PERFORMANCE.  INSTRUCTIONS  FOR  TRAINING  UMPIRES 
AND  ADMINISTRATIVE  PERSONNEL  ARE  CONTAINED  IN  THE  MANUALS  (§EE  APPENDIX  l). 

3.  Conduct  of  Rehearsals 

A NUMBER  OF  SQUADS,  NOT  SCHEDULED  FOR  TESTING,  WERE  ADMINISTERED  EACH 
PROBLEM.  THE  PURPOSE  OF  THESE  REHEARSALS  WAS  TWO-FOLD.  FIRST,  THEY  PRO- 
VIDED AN  OPPORTUNITY  TO  SEE  THAT  UMPIRES,  AGGRESSORS,  PITMEN,  AND  OTHER 
ADMINISTRATIVE  PERSONNEL  PERFORMED  THEIR  DUTIES  CORRECTLY  AND  ON  SCHEDULE 
UNDER  FIELD  TESTING  CONDITIONS.  SECONDLY,  THE  REHEARSALS  ALLOWED  "BUGS" 

IN  THE  LOGISTICAL  PLAN  OF  THE  PROBLEM  TO  BE  SPOTTED  AND  CORRECTED. 

Rehearsals  were  conducted  with  four  squads  on  each  of  the  daylight  1 

PROBLEMS  AND  WITH  EIGHT  SQUADS  ON  THE  NIGHT  PROBLEM.  THE  BASES  FOR  RATING 
EACH  ITEM  IN  THE  PROBLEMS  WERE  DISCUSSED  WITH  SPECIAL  REFERENCE  TO  THE  TER- 
RAIN ON  WHICH  THE  ACTION  WOULD  TAKE  PLACE.  PARTICULAR  ATTENTION  WAS  PAID 
TO  COORDINATION  AMONG  UMPIRES  AND  ADMINISTRATIVE  PERSONNEL,  INCLUDING  l 
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DEVELOPMENT  OF  APPROPRIATE  STANDARD  OPERATING  PROCEDURES  TO  INSURE  THAT 
TESTED  SQUADS  FACED  COMPARABLE  SITUATIONS. 

B.  ADMINISTRATION  OF  THE  CRITERIA 

1 . The  Rifle  Squad  Field  Problem,  Daylight  Blank  Firing 

The  daylight  blank  firing  problem  area  was  about  600  x 1500  yards. 

The  terrain  varied  throughout  in  vegetation  and  elevation.  A trail  was 
used  for  the  Point  of  Advance  Guard  phase.  The  Reconnaissance  Patrol, 

Point  of  Advance  Guard,  and  the  Attack  phases  were  roughly  1200,  800,  and 

400  YARDS,  RESPECTIVELY,  IN  LENGTH.  PHASES  WERE  RUN  IN  THE  ORDER:  DEFENSE, 

Reconnaissance  Patrol,  Point  of  Advance  Guard,  and  Attack.  Squads  were 

TRUCKED  FROM  THE  END  OF  THE  ATTACK  PHASE  TO  THE  DEFENSE  PHASE. 

Two  UMPIRES  FOLLOWED  EACH  OF  FOUR  TEST  SQUADS  AND  RATED  THEM  ON  ALL 
FOUR  PHASES.  ONE  UMPIRE  ACTED  AS  PLATOON  LEADER  UMPIRE,  THE  OTHER  AS  ASSO- 
CIATE umpire.  Each  day's  testing  required  four  umpire  pairs;  the  other 

UMPIRE  PAIR  TABULATED  AND  SCORED  TEST  FORMS.  To  COUNTERBALANCE  ANY  POSSI- 
BLE EFFECT  OF  DIFFERENCES  AMONG  UMPIRES  IN  RATING,  UMPIRES  WERE  ROTATED  SO 
THAT  EACH  UMPIRE  RATED  APPROXIMATELY  AN  EQUAL  NUMBER  OF  SQUADS  WITH  EVERY 
OTHER  UMPIRE;  AS  PLU  AND  AU;  AND  STARTING  WITH  EACH  PHASE. 

2.  The  Rifle  Squad  Field  Problem,  Daylight  Live  Firing 

The  firing  cones  for  the  Technique  of  Fire  phase  and  the  three  tactical 

PHASES  WERE  LAID  OUT  SO  THAT  THE  SAME  IMPACT  AREA  WAS  USED  FOR  ALL  PHASES. 

The  Defense  area  was  bowl  shaped,  with  a 70  x 70  yard  target  area 
(laid  out  in  10-yard  grid  squares)  on  one  side,  and  THE  -firing  LINE  ON  Ti IE 
OTHER.  The  distance  from  the  firing  line  was  150  yards  to  the  first  row 
of  targets  and  220  yards  to  the  last  row.  The  Flank  Guard  area  was  located 
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IN  A LARGE  CLEARING  BORDERED  BY  WOODS,  WITH  A ROAD  RUNNING  THROUGH  THE  CLEAR- 


ING AND  TURNING  INTO  THE  WOODS.  THE  SQUAD  WAS  FIRED  ON  FROM  THE  WOODS  WHEN 
THEY  WERE  ABOUT  170  YARDS  AWAY.  THE  ATTACK  AREA  WAS  A CLEARING  ON  HIGH  • 
GROUND  WITH  BROKEN  WOODS  ON  EITHER  SIDE.  THESE  WOODS  COULD  PROVIDE  CONCEAL- 
MENT BETWEEN  THE  ATTACK  POSITION  AND  THE  ASSAULT  POSITION.  THE  ATTACK  POSI- 
TION WAS  APPROX  I MATELY  500  YARDS  FROM  THE  OBJECTIVE,  AND  THE  ASSAULT  POSITION 
ABOUT  100  YARDS  FROM  THE  OBJECTIVE. 

All  squads  fired  the  Technique  of  Fire  first.  Only  three  squads  could 

BE  TESTED  AT  A TIME  ON  THE  TACTICAL  PHASES*  THEREFORE,, A WAITING  POSITION 
WAS  DESIGNATED  FOR  THE  FOURTH  SQUADi  AFTER  ADMINISTRATION  OF  TECHNIQUE  OF 

Fire,  testing  was  in  the  sequence:  Flank  Guard,  Wait,  Defense,  Attack. 

Each  day  one  squad  started  from  each  of  these  positions.  Squads  moved  around 
the  course  until  all  squads  had  completed  all  phases.  Course  coordinators 

DIRECTED  ALL  MOVEMENT  AND  GRANTED  CLEARANCES  TO  FIRE. 

Fourteen  umpires  were  used,  two  as  course  coordinators  and  12  as 

MEMBERS  OF  3-MAN  UMPIRE  TEAMS.  An  OFFICER  AND  A NONCOMMISSIONED  OFFICER 
WERE  COORDINATORS.  EACH  UMPIRE  TEAM  CONSISTED  OF  A SECOND  LIEUTENANT  AND 
TWO  NONCOMMISSIONED  OFFICERS.  EACH  TEAM  SPENT  THREE  DAYS  TESTING  AND  ONE 
DAY  SCORING  AND  CHECKING  TEST  FORMS. 

3.  The  Rifle  Squad  Field  Problem,  Night  Blank  Firing 

The  night  problem  was  administered  on  four  lanes,  approximately  parallel 

TO  EACH  OTHER  AND  ABOUT  500  YARDS  APART.  THE  OBSERVATION  POSTS  AND  OBJEC- 
TIVES WERE  ON  PARALLEL  RIDGE  LINES. 

A ROTATION  SCHEDULE  PROVIDED  THAT  EACH  OF  THE'.  TEN  UMPIRES  UMPIRED  FOR 
FOUR  NIGHTS  AND  SPENT  ONE  DAY  SCORING,  CHECKING,  AND  PREPARING  RATING  FORMS. 
IT  WAS  CONSIDERED  IMPRACTICAL  FOR  AN  UMPIRE  TO  BE  REQUIRED  TO  KNOW  ALL  FOUR 
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lanes;  therefore  the  umpires  were  divided  into  two  groups  of  five,  with 

EACH  GROUP  ASSIGNED  TWO  LANES.  EACH  UMPIRE  WAS  SCHEDULED  ON  EACH  OF  THE 
TWO  LANES  THE  SAME  NUMBER  OF  TIMES,  AND  ON  EACH  LANE  AN  EQUAL  NUMBER  OF 

times  as  Platoon  Leader  Umpire  and  as  Associate  Umpire. 

4.  Test  Administration  and  Scoring 

One  hundred  and  twelve  squads  were  drawn  from  the  123rd,  129th,  and 
130th  Infantry  Regiments  of  the  44th  Division,  in  that  order,  and  were 

TESTED  ON  THE  PREDICTORS  (DESCRIBED  IN  CHAPTER  I V ) AND  THE  CRITERION  FIELD 
PROBLEMS.  EACH  NINE-MAN  SQUAD  SPENT  FIVE  WORKING  DAYS  IN  THE  TESTING  PRO- 
GRAM. Predictor  instruments  were  administered  the  first  two  days.  On  the 

LAST  THREE  DAYS,  THE  FIELD  PROBLEMS  WERE  ADMINISTERED  IN  THE  ORDER:  DAYr 
LIGHT  BLANK,  DAYLIGHT  LIVE,  AND  NIGHT  BLANK.  SQUADS  WERE  TESTED  AT  THE  j 
RATE  OF  20  PER  WEEK. 

Scores  obtained  by  use  of  the  rifle  squad  field  problems  are  of  three 
basic  types:  a Squad  Member  score,  a Squad  Leader  score,  and  a Total  Squad 
score.  These  scores  can  be  obtained  for  a single  problem  phase,  the  en- 
tire PROBLEM,  OR  FOR  THE  COMPOSITE  OF  THE  THREE  PROBLEMS.  ALL  SCORES  ARE 
EXPRESSED  AS  PERCENTAGES.  HOW  PHASE  AND  PROBLEM  SCORES  ARE  OBTAINED  IS 
DESCRIBED  IN  THE  PROBLEM  MANUALS;  THE  COMPOSITE  WEIGHTING  SYSTEM  FOR  COM- 
PUTING OVERALL  SCORES  ON  THE  THREE  PROBLEMS  WAS  DESCRIBED  IN  CHAPTER  II. 

C.  RESULTS  OF  ADMINISTRATION  OF  CRITERIA 

I.  j NTER-UMPI.RE  -AGBEEMENW.  i ( SCOR  TNG ~ REL  TA BIL  I TY:)  ' .7c 

The  UMPIRES  OF  EACH  SQUAD  MADE  INDEPENDENT  RATINGS  OF  SQUAD  ACTIONS. 

On  the  DBFP,  both  umpires  rated  approximately  90$  of  all  items.  Both 

UMPIRES  WERE  SUPPOSED  TO  RATE  MOST  BUT  NOT  ALL  OF  THE  I I TEMS  OF  THE 

• 1 "■''«•••  • - ' • - r>  * » • i , ' t o r*  ; ...  • > • • •“ 

. . ■ . » • ■ . • ' • - . • • • • ...  , . i . . i . . 

PROBLEM.''  AT  TIMES  WHEN  THE  SQUAD  WAS  DISPERSED,  EACH  UMPIRE  RATED  HALF 
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OF  THE  SQUAD.  A CORRELATION  COEFFICIENT  OF  .87  WAS  OBTAINED  BETWEEN  SQUAD 
PERCENT  SCORES  FROM  THE  RATINGS  ON  THESE  ITEMS  BY  THE  PAIRS  OF  UMPIRES. 

On  the  NBFP,  using  those  two-thirds  of  the  items  on  which  both  umpires 

RATED  THE  SAME  ACTION,  AN  UMPIRE  AGREEMENT  COEFFICIENT  OF  .96  WAS  OBTAINED. 

On  the  DLFP,  INDEXES  OF  SCORER  AGREEMENT  WERE  BASED  ON  COUNTS  by  TWO  INDE- 
PENDENT SCORERS  OF  HITS  ON  TARGETS.  THE  COEFFICIENTS  FOR  THE  THREE  PHASES 

were:  Defense,  .94;  Attack,  .98;  Flank  Guard,  .99.  In  summary,  the  scorer 

AGREEMENT  INDEXES  WERE  HIGH  FOR  EACH  OF  THE  THREE  CRITERIA. 

2.  Freedom  From  Bias. 

Three  possi  biiil  i ti  es  of  bias,  which  might  have  affected  squad  scores, 
were  checked: 

1.  Squads  tested  toward  the  end  of  the  testing  program  might 

HAVE  MADE  HIGHER  SCORES  BECAUSE  THEY  LEARNED  ABOUT  THE  PROBLEM  FROM  SQUADS 
TESTED  EARLIER. 

2.  The  four  lanes  of  the  NBFP  might  have  differed  in  difficulty. 

3.  Bias  might  have  existed  in  the  daylight  blank  or  live  problems 

BECAUSE  SQUADS  STARTED  WITH  DIFFERENT  PHASES. 

Statistical  checks  (t-test  for  I,  F-tests  for  2 and  3)  indicated  that 

THESE  FACTORS  DID  NOT  BIAS  SCORES,  EXCEPT  ON  THE  DAYLIGHT  LIVE  FIRING  PROB- 
LEM. Though  the  total  problem  scores  on  the  daylight  live  firing  problem 

WERE  NOT  SIGNIFICANTLY  INFLUENCED  BY  PHASE  ORDER,  TABLE  I SHOWS  THAT  PHASE 
SCORES  DID  DIFFER  FOR  SQUADS  RUN  IN  DIFFERENT  PHASE  ORDERS.  MEN  WERE  LEARN- 
ING TO  FIRE  MORE  EFFECTIVELY  AT  LIKELY  ENEMY  POSITIONS  DURING  THE  COURSE 
OF  THE  PROBLEM. 

3.  Dispersion  of  Criterion  Scores.  Squad  differences  in  performance  should 

BE  REFLECTED  IN  DISPERSION  OF  CRITERION  SCORES.  SUCH  DISPERSION  IS  NECESSARY 
IF  TESTS  ARE  TO  DISCRIMINATE  BETWEEN  LEVELS  OF  ABILITY  IN  TEST  SQUADS.  THE 
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TABLE  I 


THE  EFFECT  OF  PHASE  ORDER  UPON  PHASE  SCORES 
FOR  THE  RIFLE  SQUAD  FIELD  PROBLEM,  DAYLIGHT  LIVE  FIRING 

(h)  = 28  FOR  EACH  PHASE  ORDER) 


DIFFERENCES 

SERIAL 

NEEDED  FOR 

POSIT! ON 

PHASE 

SIGNIFICANCE 

PHASE 

PHASE  ORDER 

OF  PHASE 

MEAN 

AT  5$  LEVEL 

ATTACK,  Flank  Guard,  Wait,  Defense  I 
Defense,  ATTACK,  Flank  Guard,  Wait  2 
Wait,  Defense,  ATTACK,  Flank  Guard  3 
Flank  Guard,  Wait,  Defense,  ATTACK  4 


ATTACK  SCORE 

50.4 

52.1 

55.5 

59. 1 


6.0 


DEFENSE,  Attack,  Flank  Guard,  Wait  I 
Wait,  DEFENSE,  Attack,  Flank  Guard  2 
Flank  Guard,  Wait,  DEFENSE,  Attack  3 
Attack,  Flank  Guard,  Wait,  DEFENSE  4 


DEFENSE  SCORE 

55.0 

55.0 
53.3 

63.1 


6.0 


FLANK  GUARD,  Wait,  Defense,  Attack  I 
Attack^  FLANK! '.GUAIRDy  Wait,  Defense  2 
Defense,  Attack,  FLANK  GUARD,  Wait  3 
Wait,  Defense,  Attack,  FLANK  GUARD  4 


FLANK  GUARD  SCORE 
46.9 
55.8 
54.1 
48.4 


6,8 


MEANS  AND  STANDRAD  DEVIATIONS  OF  THE  SQUAD  SCORES  (EXPRESSED  AS  PERCENTAGES) 
ON  EACH  PHASE  OF  THE  CRITERION  PROBLEMS,  AND  THE  PHASE  INTERCORRELATIONS 
WITHIN  EACH  OF  THE  TWO  DAYLIGHT  PROBLEMS,  ARE  PRESENTED  IN  TABLE  2. 

The  large  standard  deviations  of  phase  scores  indicate  significant 

DISPERSION  ON  ALL  PROBLEMS.  THE  PHASE  INTERCORRELATIONS  FOR  THE  DAYLIGHT 
BLANK  FIRING  PROBLEM  WERE  OF  THE  SAME  ORDER  OF  MAGNITUDE  AS  THOSE  FOUND  IN 


THE  PREViOUS  STUDY  (53);  THE  LOWER  PHASE  I NTERCORREL AT  I ONS  ON  THE  LIVE 


FIRING  PROBLEM  ARE  ATTRIBUTED  IN  PART  TO  THE  RANDOMNESS  OF  HITS  ON 
HIDDEN  TARGETS. 


TABLE  2 


MEANS,  STANDARD  DEVIATIONS,  AND  INTERCORRELATIONS  OF 
PHASE  SCORES  ON  CRITERION  PROBLEMS 

(N  = 112) 


Daylight  Blank 


I ntercorrelat I ONS 


Phase 

Mean 

S.D. 

Point 

Attack 

Recon. 

Defense 

53.5 

10.6 

.45 

.52 

.50 

POI  NT 

56.5 

1 1 .7 

.65 

.51 

Attack 

61.1 

1 1 .9 

.57 

Recon. 

52.1 

11.7 

Total 

55.7 

9.4 

Daylight  Live 


Phase 

Mean 

S.D. 

Attack 

54.3 

1 1 .6 

Defense 

56.6 

13.2 

Flank  Guard 

51 .3 

1 1 .7 

Total 

53.5 

8.0 

Night  Blank 

Mean  S.D. 

Total 

60.7  10.9 

I NTERCORRELAT I ONS* 


Defense 


Flank  Guard 


18 


.17 

.21 


* These  correlations  were  corrected  for  phase  order  differences  by 
averaging  interphase  correlations  among  squads  run  in  each  phase 
order.  Fisher's  z transformation  was  used  in  averaging  correlations. 
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The  composite  scores  of  the  squad  leader,  the  squad  members,  and  of 

THE  ENTIRE  SQUAD  ARE  PRESENTED  IN  TABLE  3.  THE  DISPERSION  OF  THESE  SCORES 
INDICATES  THAT  RELATIVELY  LARGE  DIFFERENCES  IN  COMBAT  READINESS  EXISTED 
BETWEEN  SQUADS  ON  ALL  CRITERION  MEASURES. 

TABLE  3 

MEANS  AND  STANDARD  DEVIATIONS  OF  CRITERION  SCORES 

LEADER  MEMBER  SQUAD 


MEAN 

S.D. 

MEAN 

S.D. 

MEAN 

" S.D. 

DAYLIGHT 

BLANK  FIRING 

56.8 

10.2 

55.2 

9.8 

55.7 

9.4 

DAYL 1 GHT 

LIVE  FIRING 

57.4 

12.8 

52.7 

8.2 

53.5 

8.0 

NIGHT 

BLANK  FIRING 

57.8 

1 1 .2 

65. 1 

12.0 

60.7 

10.9 

WEIGHTED  COMPOSITE 
OF  3 CRITERIA 

57.2 

9. 1 

56.1 

7.4 

56.6 

7.6 

4.  Correlations  Among  Criterion  Scores. 

Table  4 presents  the  leader-leader,  member-member,  and  squad-squad 
intercorrelation  coefficients  for  the  three  criterion  problems.  The 
relatively  low  magnitude  of  these  coefficients  indicates  that  the  live 

FIRING  AND  NIGHT  PROBLEMS  DO  MAKE  A DISTINCT  CONTRIBUTION  BEYOND  THAT 
MADE  BY  THE  DAYLIGHT  BLANK  PROBLEM. 
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TABLE  4 


CORRELATION  COEFFICIENTS 
BETWEEN  LEADER-LEADER,  MEMBER -MEMBER, 

AND  SQUAD-SQUAD  SCORES  FOR  THE  THREE  CRITERION  PROBLEMS 


SCORES 

PROBLEMS  CORRELATED 

R 

DAYLIGHT  BLANK-DAYL IGHT  LIVE 

.44 

LEADER  SCORES 

DAYLIGHT  BLANK-NIGHT  BLANK 

.51 

DAYLIGHT  LIVE-NIGHT  BLANK 

.39 

DAYLIGHT  BLANK-DAYLIGHT  LIVE 

.28 

MEMBER  SCORES 

DAYLIGHT  BLANK-NIGHT  BLANK 

.54 

DAYLIGHT  LIVE -NIGHT  BLANK 

.32 

DAYLIGHT  BLANK-DAYLIGHT  LIVE 

.38 

SQUAD  SCORES 

DAYLIGHT  BLANK-NIGHT  BLANK 

.58 

DAYLIGHT  LIVE-NIGHT  BLANK 

.23 

Table  5 shows  the  correlation  coefficients  between  leader  and  member 

SCORES  ON  EACH  OF  THE  CRITERION  PROBLEMS  AS  WELL  AS  ON  THE  COMPOSITE. 

The  magnitude  of  these  coefficients  shows  the  important  role  of  the  leader 

IN  GETTING  SQUAD  MEMBERS  TO  PERFORM  THEIR  DUTIES  PROPERLY.  A RECIPROCAL 
INFLUENCE,  HOWEVER,  WAS  OBSERVED  IN  SOME  INSTANCES — THERE  WERE  SQUADS 
WHOSE  LEADER  WAS  GREATLY  HELPED  BY  THE  ADVICE  AND  HELP  OF  SQUAD  MEMBERS 
WITH  "KNOW  HOW1’,  AND  WHOSE  LEADER  SCORES  WERE  THEREBY  INCREASES. 
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TABLE  5 

CORRELATION  COEFFICIENTS 
BETWEEN  LEADER  AND  MEMBER  CRITERION  SCORES 


CRITERION 

R 

DAYUGHT  BLANK 

.73 

DAYLIGHT  LIVE 

.44 

NIGHT  BLANK 

.78 

COMPOS  I TE 

.78 

D.  SUMMARY 

The  three  criterion  problems,  and  manuals  giving  instructions  for 

STANDARDIZED  ADMINISTRATION  OF  EACH,  WERE  DEVELOPED  IN  CLOSE  COOPERATION 
WITH  OFFICERS  AT  THE  INFANTRY  SCHOOL  ACCORDING  TO  PROCEDURES  WORKED  OUT 
IN  A PREVIOUS  STUDY  (53).  AFTER  COURSE  PREPARATION  AND  UMPIRE  TRAINING, 
THESE  PROBLEMS  WERE  ADMINISTERED  TO  M2  INFANTRY  RIFLE  SQUADS  OF  THE  44TH 
Division  at  Fort  Lewis,  Washington.  The  problems  provided  scores  against 

WHICH  PREDICTOR  INSTRUMENTS  WERE  TO  BE  VALIDATED.  EXAMINATION  OF  THE 
CRITERION  DATA  (COMPOSITE  SCORES  ON  THE  THREE  FIELD  PROBLEMS)  WAS  MADE 
TO  DETERMINE  WHETHER  THEY  SATISFIED  CONDITIONS  WHICH  MAKE  EFFECTIVE  PREDIC- 
TION POSSIBLE,  WITH  THESE  RESULTS: 

1.  A HIGH  DEGREE  OF  INTERSCORER  AGREEMENT  WAS  FOUND. 

2.  Total  problem  scores  were  not  significantly  affected  by  differences 

IN  PHASE  ORDER  OR  LANES,  NOR  BY  THE  POSSIBILITY  THAT  SQUADS  TESTED  LATER 
IN  THE  PROGRAM  MIGHT  HAVE  LEARNED  ABOUT  THE.  PROBLEM  FROM  THOSE  TESTED 


EARL  I ER 


3.  The  standard  deviations  or  the  separate  problem  scores  and  of  the 

COMPOSITE  SQUAD  SCORES  INDICATED  THAT  THERE  WAS  CONSIDERABLE  DISPERSION  IN 
THE  CRITERION  MEASURES.  THIS  DISPERSION  IS  A PREREQUISITE  FOR  THE  DIFFEREN- 
TIAL PREDICTION  OF  PERFORMANCE  SCORES. 

4.  Each  of  the  three  field  problems  made  a reasonably  independent 

CONTRIBUTION  TO  THE  COMPOSITE  SCORES,  ALTHOUGH  THERE  WAS  A CORE  OF  DUTIES 
COMMON  TO  THE  THREE  PROBLEMS. 

Since  the  criterion  data  have  been  shown  to  be  reliable  and  free  from 

PRACTICE-EFFECT  BIAS  AND  SINCE  THEY  DISCRIMINATE  LEVELS  OF  PERFORMANCE  BE- 
TWEEN TEST  SQUADS,  IT  IS  FEASIBLE  TO  CONSIDER  VARIABLES  FOR  PREDICTING  THESE 
CRITERION  SCORES. 
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CHAPTER  IV 

DEVELOPMENT  OF  PREDICTORS 


A.  INTRODUCTION 

A SECOND  MAJOR  OBJECTIVE  OF  THIS  STUDY  WAS  TO  IDENTIFY  VARIABLES  THAT 
MIGHT  BE  USED  TO  PREDICT  SQUAD  PERFORMANCE.  THIS  INVOLVED  FURTHER  STUDY 
OF  PREDICTORS  OF  COMBAT  READINESS  USED  IN  TWO  PREVIOUS  STUDIES  (53,  54) 

AND  THE  DEVELOPMENT  OF  ADDITIONAL  MEASURES  WHICH,  IT  WAS  BELIEVED,  WOULD 
TAP  STILL  OTHER  SOC I O-PS YCHOLOG I CAL  DETERMINANTS  OF  THE  LEVEL  OF  SQUAD 
EFFECTIVENESS.  IF  UNIT  EFFECTIVENESS  CAN  BE  SUCCESSFULLY  PRED I CTED,  THE 
MAJOR  PSYCHOLOGICAL  FACTORS  WHICH  MAKE  FOR  EFFECTIVE  GROUPS  AND  GROUP 
LEADERS  WILL  BE  BETTER  UNDERSTOOD  AND  THE  SELECTION  OF  MEN  AND  LEADERS  FQR 
SMALL  UNITS  CAN  BE  IMPROVED. 

CONSIDERABLE  EVIDENCE,  GATHERED  DURING  AND  SINCE  WORLD  WAR  II,  INDICATED 
THAT  SOME  INDIVIDUAL  AND  UNIT  CHARACTERISTICS  ARE  SYSTEMATICALLY  RELATED  TO 
PERFORMANCE  IN  COMBAT  AND  IN  TRAINING  (FOR  EXAMPLE,  12,  25).  EARLIER 
STUDIES  IN  THE  PRESENT  RESEARCH  PROGRAM  (29,  53,  54)  ALSO  INDICATED  THAT 
SMALL  UNIT  COMBAT  READINESS  CAN  BE  PREDICTED.  HOWEVER,  THE  COMPLEXITY  OF 
THE  DETERMINANTS  OF  SMALL  UNIT  EFFECTIVENESS  ARGUE,  NOT  ONLY  FOR  A CONSIDERA- 
TION OF  MANY  INTERRELATED  FACTORS,  BUT  ALSO  FOR  AN  ORDERING  OF  THESE  FACTORS 
INTO  A SYSTEMATIC,  COHERENT  FRAMEWORK.  WITH  SUCH  A CONCEPTUAL  FRAMEWORK 
IT  CAN  BE  BETTER  UNDERSTOOD  HOW  THE  INDIVIDUAL  FACTORS  AND  THEIR  INTERRELA- 
TIONSHIPS CONTRIBUTE  TO  EFFECTIVE  SMALL  UNIT  PERFORMANCE. 

B.  FRAMEWORK  FOR  THE  SELECTION  OF  PREDICTORS 

The  RIFLE  SQUAD  IS  ONE  KIND  OF  SOC I O-PSYCHOLOG I CAL  GROUP.  It  IS 
FORMALLY  ORGANIZED,  AS  SPECIFIED  BY  AN  ARMY  TABLE  OF  ORGANIZATION  (T/O), 

TO  PERFORM  SPEC! F I C M I SS I ONS  DICTATED  BY  THE  ARMY  ORGANIZATION.  AS 
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A SUBGROUP  WITHIN  A LARGER  ORGANIZATION,  ITS  FREEDOM  OF  ACTION  IS  MARKEDLY 
LIMITED.  ITS  FORMAL  STRUCTURE,  ITS  FORMAL  LEADERSHIP,  AND  MOST  OF  ITS  FOR- 
MAL RULES":  AND  DUTIES  ARE  A FUNCTION  OF  ITS  T/O. 

Yet,  in  the  rifle  squad,  as  in  all  groups,  an  informal  structure  develops 

ABOUT  ITS  FORMAL  STRUCTURE.  EACH  MEMBER  OF  THE  RIFLE  SQUAD  HAS  A PERSONALITY 
SOMEWHAT  DIFFERENT  FROM  THOSE  OF  HIS  TEAMMATES  AND  FROM  THOSE  OF  MEN  IN  SIMI- 
LAR POSITIONS  IN  OTHER  SQUADS.  HOWEVER  SPECIFICALLY  THE  ARMY  DEFINES  DUTIES 
AND  ROLES  WHICH  MEN  IN  EACH  POSITION  MUST  FULFILL,  EACH  MAN  PERFORMS  THESE 
DUTIES  IN  A SOMEWHAT  DIFFERENT  WAY.  THE  MANNER  IN  WHICH  A LEADER  AND  HIS 
MEN  PERFORM  THEIR  SQUAD  DUTIES,  AND  THE  WAY  IN  WHICH  THESE  ACTIONS  MESH,  OR 
FAIL  TO  MESH,  GIVES  EACH  RIFLE  SQUAD  A CHARACTERISTIC  QUALITY. 

, IT  SEEMS  REASONABLE  TO  ATTRIBUTE  DIFFERENCES  BETWEEN  SQUADS  TO  ONE  OR 
MORE  OF  THREE  GROUPS  OF  FACTORS: 

1.  The  CHARACTERISTICS  WHICH  INDIVDUAL  MEN  CONTRIBUTE  TO  SQUAD 

SUCCESS:  THE  ABILITIES,  PERSONALITY  TRAITS,  AND  MOTIVATIONS  OF  THE  LEADER 

AND  MEN  WHO  MAKE  UP  THE  UNIT. 

2.  The  interpersonal  relationships  which  develop  between  the 

LEADER  AND  HIS  MEN  AND  AMONG  THE  MEN  THEMSELVES. 

3.  Group-derived  motivations  which  affect  individual  performances. 
These  three  general  groups  of  factors  which  might  produce  differences 

BETWEEN  SQUADS  IN  THEIR  PERFORMANCE  OF  ASSIGNED  MISSIONS  WERE  THE  BASIS  FOR 
CLASSIFYING  THE  VARIABLES  INVESTIGATED  IN  THIS  STUDY.  SPECIFIC  PREDICTORS 
WERE  DESIGNED  TO  TAP  SEEMINGLY  CRITICAL  VARIABLES  WITHIN  EACH  OF  THESE  V:: 
THREE  GROUPS.  WlT.HIN  EACH  GROUP,  PRED I CTORS  WERE  FURTHER  SUBCLASSIFIED  IN 
TERMS  OF /LEADER  iAND. MEMBER.  VARIABLES'.!'. 'I  STABLE  6 1$  AN  OUTLINE  OF  GROUPINGS, 
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AND  OF  THE  PREDICTORS  INCLUDED  UNDER  EACH  (THE  NUMBERS  IN  PARENTHESES 
FOLLOWING  THE  VARIABLES  ARE  VARIABLE  NUMBERS  WH I CH  ARE  USED  IN  THE  DfSCUS 
SION  FOLLOWING  THE  TABLE). 


TABLE  6 

OUTLINE  OF  PREDICTORS  OF  SQUAD  PERFORMANCE 

INDIVIDUAL  CHARACTERISTICS 

I . Leader  Variables 

a.  Abilities 

(1)  General  learning  ability 

(a)  Aptitude  Area  I scores  (l) 

(2)  Specific  job-related  abilities 

(a)  Rifle  Squad  Leader  Test  (2) 

(b)  PRB  Basic  Military  Proficiency  Test  (3) 

(c)  Tactical  Aggressiveness  Test  (4) 

b.  Personality  Characteristics 

(1)  Level  of  aspiration  for  self  (5) 

(2)  Recognition  of  individual  differences  in  squad  members 
Assumed  Similarity  (6) 

(3)  Emotional  Stability:  Peripheral  Nervousness  (7) 

(4)  Physical  Prowess  (8) 

(5)  Social  Activeness  (9) 

(6)  Job  adjustment 

(a)  General  Army  Adjustment  (10) 

(b)  Preference  for  fighting  jobs  (II) 

(7)  PRB  Army  Picture  Test  (12) 

Member  Variables 

a.  Abilities 

(l)  General  learning  ability 


(a)  Aptitude  area  I scores  (13) 

(2)  Specific  job-related  abilities 


(a)  Basic  Military  Proficiency  Test  (14) 

(b)  Marksmanship  qualification  scores  (15) 

b.  Personality  Characteristics 


(1) 

Physical  Prowess  (16) 

(2) 

Social  Activeness  (17) 

(3) 

Peripheral  Nervousness  (18) 

(4) 

Job  adjustment 

(a)  General  Army  adjustment 

(19) 

(b)  Preferences  for  fighting 

jobs  (20) 

Biographical  Characteristics 

(1) 

Age  (21 ) 

(2) 

Educational  level  (22) 

INTERPERSONAL  RELATIONSHIPS  WITHIN  THE  SQUAD 


Leader-Member  Relationships 


a.  Interpersonal  Preferences 

(1)  Positive  sociometric  choices  given  by  leader  (23) 

(2)  Positive  plus  negative  sociometric  choices  received  by  leader  (24) 

(3)  Assumed  Similarity  of  Squad  Leader  when  he  is  the  sociometric 
choice  of  the  squad  (25) 


b.  Accuracy  of  estimates  of  member  responses 

(1)  Knowledgeability,  nontact i cal  situations  (26) 

(2)  Knowledgeability,  nontactical  situations,  subscgre  A (27) 

(3)  Knowledgeability,  nontactical  situation,  subscore  B (28) 

(4)  Knowledgeability,  tactical  situations  (29) 

c.  Members  perceptions  of  squad  leader  behavior 
(!)  Squad  leader  role  discrepancy  (30) 

(2)  Squad  leader  as  problem  solver  (3 1 1) 
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(3)  Evaluation  of  squad  leader  (32) 
d.  Leader-member  teamwork 

(1)  Leadership  subscore.  Field  Problem  Checklist  (33) 

(2)  Mutual  Corrective  Factor  subscore.  Field  Problem  Checklist  (34) 

2.  Member-member  relationships 

a.  Interpersonal  Preferences 

(1)  Positive  plus  negative  sociometric  choices  within  squad  (35) 

(2)  Positive  sociometric  choices  within  squad  (3£>) 

(3)  Hypothetical  squad;  number  of  men  from  own  squad  chosen  in 
any  position  (37) 

(4)  Hypothetical  squad;  number  of  men  from  own  squad  chosen  in 

SAME  POSITIONS  (38) 

(5)  Hypothetical  squad;  number  of  men  from  own  squad  chosen  in 
different  positions  (39) 

(6)  Preference  for  working  with  men  from  own  squad  (40) 

b.  Knowledgeability 

(1)  Knowledgeability,  nontactical  situations  (41) 

(2)  Knowledgeability,  nontactical  situations,  subscore  A (42) 

(3)  Knowledgeability,  nontactical  situations,  subscore  B (43) 

(4)  Knowledgeability,  tactical  situations  (44) 

GROUP-DERIVED  MOTIVATIONS  TOWARD  ARMY -DEFINED  GOALS 

1 . Pride  in  Unit  ( 45 ) 

2,  Leader  Variables 

a.  Reference  group  measures 

(1)  Squad  as  reference  group  (46) 

(2)  Army  as  reference  group  (47) 

b . Group-Goal  Or i entat I onh 

(l)  Rank  of  field  problem  cartoon.for  self  (48) 


(2)  Rank  of  field  problem  cartoon  attributed  to  squad  (49) 

(3)  Product  of  rank  and  preference  rating  of  field  problem 
cartoon  for  self  (50) 

3.  Member  Variables 

a.  Reference  group  measures 

(1)  Squad  as  reference  group  (51 ) 

i 

(2)  Army  as  reference  group  (5^) 

b.  Group-Goal  Orientation 

(1)  Level  of  aspiration  for  squad  (53) 

(2)  Rank  of  field  problem  cartoon  for  self  (54) 

% 

(3)  Rank  of  field  problem  cartoon  attributed  to  squad  (55) 

(4)  Product  of  rank  and  preference  rating  of  field  problem  cartoon 
FOR  SELF  (56) 

(5)  Perceived  self-squad  differences  in  cartoon  ranking  (57) 

(6)  Motivation  subscore,  field  problem  checklist  (58) 

C.  INDIVIDUAL  CHARACTERISTICS  OF  LEADER,  AND  MEMBERS 

I . Leader 

a.  Abilities.  It  is  reasonable  to  assume  that  the  squad  leader's 

GENERAL  LEARNING  ABILITY,  AS  MEASURED  BY  APTITUDE  AREA  I (VARIABLE  l), 

WOULD  ENABLE  HIM  TO  LEARN  HIS  JOB  FASTER  AND  BETTER.  THAT  GENERAL  INTEL- 
LIGENCE IS  RELATED  TO  LEADER  ABILITY  IS  DOCUMENTED  IN  HISTORICAL  ACCOUNTS 

(22).  It  was  found  in  an  earlier  study  of  this  series  (54,  p.  9)  that  the 

LEADERS  OF  THE  SQUADS  WITH  HIGHEST  CRITERION  SCORES  HAD  HIGHER  APTITUDE 

Area  I stORES  than  did  the  leaders  of  squads  scoring  lowest  on  the  criterion. 
These  scores  were  obtained  from  Forms  20. 

Measures  of  knowledge  and  skills  more  specific  to  the  job  of  directing 

A RIFLE  SQUAD  WOULD  APPEAR  EVEN  MORE  PROMISING  FOR  PREDICTION  OF  SQUAD 
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performance:  knowledge  of  tactics,  knowledge  of  weapons,  map  reading 

SKILLS,  LEADER  SKILLS  AND  SKILL  IN  PERFORMING  THE  ROLE  OF  TACTICAL  LEADER. 

Three  predictor  tests  were  used  to  measure  these  areas. 

(1)  The  Rifle  Squad  Leader  Test  (Variable  2)  was  developed  by 
Psychological  Research  Associates.  This  test  was  developed  specifically 

TO  ASSESS  HOW  WELL  THE  SQUAD  LEADER  KNOWS  THE  THINGS  HE  NEEDS  TO  KNOW  TO 
DIRECT  H | S SQUAD  EFFECTIVELY.  IN  A PREVIOUS  STUDY  (53)  THE  CORRELATION 
COEFFICIENT  OF  AN  EARLIER  FORM  OF  THIS  TEST  WITH  THE  LEADER  *S  FIELD  PER- 
FORMANCE SCORE  WAS  .38.  The  test  was  item  analyzed  and  pretested  on  a 
NUMBER  OF  ADDITIONAL  RIFLE  SQUAD  LEADERS;  AND  THE  NUMBER  OF  ITEMS  WAS 
REDUCED  FROM  77  TO  54  ON  THE  BASIS  OF  THESE  RESULTS.  THESE  54  ITEMS 
WERE  INCORPORATED  INTO  THE  TEST  FORM  USED  IN  THIS  STUDY. 

(2)  The  Basic  Military  Proficiency  Test  (Variable  3)  was  developed 
by  the  Personnel  Research  Branch  of  The  Adjutant  General's  Office.  This 

TEST  HAS  BEEN  USED  BY  PRB  AS  A MEASURE  OF  TRAINEE  KNOWLEDGE  OF  BASIC 
MILITARY  SUBJECTS.  IT  IS  DESIGNED  FOR  THE  BASIC  TRAINEE,  NOT  SPECIFICALLY 
FOR  THE  RIFLE  SQUAD  LEADER  AS  IS  THE  RlFLE  SQUAD  LEADER  TEST.  THIS  TEST 
WAS  ADMINISTERED  TO  SQUAD  LEADERS,  AS  WELL  AS  TO  SQUAD  MEMBERS,  IN  ORDER 
TO  TAP  A MORE  GENERAL  MILITARY  PROFICIENCY. 

(3)  The  Tactical  Aggressiveness  Test  (Variable  4).  Aggressiveness 

HAS  LONG  BEEN  RECOGNIZED  AS  A CHARACTERISTIC  OF  SUCCESSFUL  MILITARY  LEADERS. 

Aggressiveness  here  means  willingness  to  take  over  the  responsibility  of 

LEADERSHIP,  DESIRE  TO  IMPOSE  ONE'S  WILL  UPON  THE  SITUATION— TO  MAKE  THINGS 
HAPPEN,  TO  DIRECT  THE  COURSE  OF  EVENTS,  RATHER  THAN  TO  REACT  PASSIVELY  TO 
THE  SITUATION.  In  THE  PREVIOUS  FIELD  TESTING  AND , I N UNIT  STUDIES  CONDUCTED 
SINCE  THEN,  THIS  CHARACTERISTIC  HAS  BEEN  OBSERVED  IN  SUCCESSFUL  RIFLE  SQUAD 
LEADERS,  ESPECIALLY  IN  INSTANCES  WHEN  THE  TACTICAL  SITUATION  CHANGES  RAPIDLY. 
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In  such  instances,  the  more  aggressive  leaders  take  control  and  start  giving 
orders.  They  are  able  to  hold  the  confidence  of  their  men  better  than  those 
leaders  who  are  slow  to  make  DECISIONS"  or  SLOW  TO  take  action  when  the 

CHANGING  SITUATION  REQUIRES.  INCIDENTS  DRAWN  FROM  COMBAT  ACCOUNTS  SHOW  THAT 
POOR  LEADERS  OFTEN  ATTEMPT  TO  WITHDRAW  FROM  THE  LEADERSHIP  SITUATION  IF 
THEY  HAVE  AN  OPPORTUNITY.  IN  A PREVIOUS  STUDY  (54),  A TEST  OF  SQUAD  LEADER 
"WILLINGNESS  TO  ACT"  IN  AN  AMBIGUOUS  SITUATION  DISCRIMINATED  SIGNIFICANTLY 
BETWEEN  LEADERS  OF  SQUADS  WITH  HIGH  AND  LOW  CRITERION  SCORES. 

The  Tactical  Aggressiveness  Test  was  developed  according  to  the  following 
rationale:  In  situations  characterized  by  lack^df  sufficient  information, 
several  alternative  courses  of  action  are  often  possible.  The  relative  merits 
of  these  courses  of  action  cannot  always  be  evaluated  by  the  combat  leader 

IN  THE  MIDST  of  THE  SI TUATlOf^  AND  TACTICAL  KNOWLEDGE  ALONE  CANNOT  DICTATE 
THE  "BEST"  SOLUTION,  li  IN  RESPONDING  TO  'SUCH  I S ITUATI  ONS,  THE  GOOD  SQUAD 
LEADER  WOULD  BE  EXPECTED  TO  CHOOSE  THE  MORE  ACTIVE  OR  AGGRESSIVE  COURSE  OF 

action.  The  Tactical  Aggressiveness  Test  poses  the  squad  leader  such  hypo- 
thetical SITUATIONS  AND  ASKS  HIM  TO  CHOOSE  ONE  OF  THREE  GIVEN  ALTERNATIVE 
COURSES  OF  ACTION,  THE  TACTICAL  MERITS  OF  WHICH  ARE  ABOUT  EQUAL  BUT  WHICH 
VARY  IN  AGGRESSIVENESS.  It  WAS  HYPOTHESIZED  THAT  THE  AGGRESSIVE  LEADER  V/ 

WOULD  MORE  OFTEN  CHOOSE  THE  MOST  ACTIVE  OR  AGGRESSIVE  ALTERNATIVE  AND  THAT 
THUS  TYPE  OF  LEADER  WOULD  BE  MORE  PROFICIENT  ON  THE  FIELD  PROBLEMS. 

b»  Personality  Characteristics.  It  seems  logical  that  the  leader's 

PERSONALITY  AFFECTS  THE  EXTENT  TO  WHICH  HE  MOBILIZES  HIS  CAPABILITIES,  THE 
WAY  IN  WHICH  HE  CONTROLS  HIS  MEN  TO  GET  THEIR  COOPERATION,  AND  THE  WAY  IN 
WHICH  HE  DIRECTS  THEM  TO  WORK  AS  AN  EFFECTIVE  TEAM.  A NUMBER  OF  VARIABLES 
IN  THIS  AREA  WERE  INCLUDED  IN  THE  PRESENT  STUDY. 
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' . (I)  Squad  leader  motivation  or  desire  for  achievement  (Level  of 

ASPIRATION  FOR  SELF,  VARIABLE  5).  THE  LEADER  WITH  PRIDE  IN  HIMSELF,  WHO 
FEELS  A STRONG  DESIRE  TO  DO  WELL  IN  HIS  ACTIVITIES  AND  RESPONSIBILITIES, 
WOULD  SEEM  MORE  LIKELY  TO  LEAD  A GROUP  EFFECTIVELY  THAN  A LEADER  WHO  SETS 
LOWER  STANDARDS  OF  ACHIEVEMENT  FOR  HIMSELF.  IN  THE  PREVIOUS  STUDY  (53), 

THIS  CHARACTERISTIC  SHOWED  SOME  PROMISE  AS  A PREDICTOR.  THE  EIGHT-ITEM 
SCALE  USED  IN  THAT  STUDY  WAS  ITEM  ANALYZED,  AND  A REVISED  10-ITEM  SCALE 
WAS  CONSTRUCTED  ON  THE  BASIS  OF  THESE  RESULTS. 

(2)  Recognition  of  individual  differences  in  squad  members  (Assumed 
Similarity,  Variable  6).  It  is  frequently  pointed  out  in  military  and 

PSYCHOLOGICAL  LITERATURE  THAT  THE  "GOOD  LEADER"  IS  THE  DISCRIMINATING 
LEADER.  HE  DOES  NOT  TREAT  ALL  OF  HIS  MEN  ALIKE,  BUT  RATHER  LEARNS  WHAT 
EACH  MAN'S  WANTS,  LIKES,  AND  SO  ON  AND  THEREBY  PLAYS  A SOMEWHAT  DIFFERENT 
ROLE  IN  HIS  PERSONAL  CONTACTS  WITH  EACH  MAN  IN  HIS  GROUP.  MARKED  AND  CON- 
SISTENT DIFFERENCES  IN  LEADERS  HAVE  BEEN  FOUND  (4,  5,  6,  7)  IN  THE  EXTENT 
TO  WHICH  THEY  TREAT  FOLLOWERS  AS  IF  THEY  WERE  ALIKE,  AS  CONTRASTED  WITH 
THE  EXTENT  TO  WHICH  THEY  RECOGNIZE  INDIVIDUAL  DIFFERENCES  AND  MAKE  USE 
OF  THESE  DIFFERENCES  IN  DEALING  WITH  EACH  GROUP  MEMBER.  FOR  SOME  GROUPS 
THE’NONDSSCR I Ml NATI NG  LEADER  WORKEDI.MOST  EFFECTIVELY,  FOR  GOAL-ORIENTED 
GROUPS  (FOR  EXAMPLE,  BASKETBALL  TEAMS,  SURVEYING  CREWS)  THE  DISCRIMINATING 
TYPE  OF  LEADER  WAS  MOST  EFFECTIVE.  THE  RIFLE  SQUAD  IS  OF  THE  LATTER  TYPE, 
AND  IT  WAS  THEREFORE  HYPOTHESIZED  THAT  SQUAD  LEADERS  WHO  RECOGNIZED  DIFFER- 
ENCES BETWEEN  MEMBERS  WOULD  BE  THE  MOST  EFFECTIVE  SQUAD  LEADERS. 

The  measure  of  Assumed  Similarity  (Variable  6,  Instrument  M)  was 

DEVELOPED  IN  THE  FOLLOWING  WAY:  THE  SQUAD  LEADER  WAS  ASKED  TO  RESPOND 
TO  A ;27- I TEMF PERSONAL TTY  INVENTORY.  THEN  HE  WAS  ASKED  TO  RESPOND  TO  THOSE 
SAME  ITEMS,  FIRST  AS  HE  THOUGHT  THE  SQUAD  MEMBER  WITH  WHOM  HE  WORKED  BEST 
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mas?: 


WOULD  RESPOND,  THEN  AS  HE  THOUGHT  THE  SQUAD  MEMBER  WITH  WHOM  HE  WORKED  LEAST 
WELL  WOULD  RESPOND.  D I SCREPANCtES  BETWEEN  THE  LATTER  TWO  SETS  OF  SCORES 
WERE  SUMMED  TO  OBTAIN  AN  ASSUMED  SIMILARITY  SCORE  FOR  THE  SQUAD  LEADER. 

The  HIGHER  THE  SCORE,  THE  GREATER  THE  TENDENCY  OF  THE  SQUAD  LEADER  TO  DIS- 
CRIMINATE BETWEEN  HIS  MEN  IN  TERMS  OF  THEIR  LIKES  AND  DISLIKES,  AND  (iT 
WAS  HYPOTHESIZED)  THE  MORE  EFFECTIVE  HE  WOULD  BE. 

(3)  Emotional  Stability  (Peripheral  Nervousness,  Variable  T.).  If 

A MAN  IS  TO  LEAD  AND  DIRECT  THE  ACTIONS  OF  OTHERS*  HE  MUST  BE  EMOTIONALLY 
STABLE.  LACK  OF  SUCH  STABILITY  WILL  REDUCE  HIS  CONTROL  AND  HIS  EFFECTIVE- 
NESS AS  A LEADER,  ESPECIALLY  IN  STRESS  SITUATIONS.  IN  THE  PREVIOUS  STUDY 
(53)  EMOTIONAL  INSTABILITY  (CHARACTERIZED  BY  HYPERTENSION,  NERVOUSNESS, 
EXCITABILITY  MANIFESTED  OVERTLY  BY  UNSTEADY  HANDS,  INABILITY  TO  SIT  STILL, 

AND  SO  ON)  WAS  MEASURED  BY  A TEST  COMPOSED  OF  ITEMS  TAKEN  FROM  THE  PERSONAL 

Inventory  DA  PRT  2401.  The  correlation  coefficient  between  leader  scores 

ON  THIS  DIMENSION  AND  THE  LEADER’S  FIELD  PERFORMANCE  SCORE  WAS  -.28  (THE 
LOWER  THE  INSTABILITY  SCORE,  THE  HIGHER  THE  PERFORMANCE  SCORE).  In  THE 
PRESENT  STUDY,  A SIMILAR  SET  OF  ITEMS  WAS  USED  TO  MEASURE  THIS  TRAIT. 

(4)  Physical  Prowess  (Variable  8).  Leaders  who  have,  confidence 

IN  THEIR  MANLY  CAPABILITIES,  AND  WHO  LIKE  ACTIV8TIES  INVOLVING  PHYSICAL 
SKILL  AND  EXERTION,  SHOULD  PERFORM  BETTER  IN  THE  PHYSICALLY  DEMANDING 
ACTIVITIES  OF  COMBAT  AND  OF  THE  FIELD  PROBLEM.  A MEASURE  OF  THIS  VARIABLE 
WAS  CONSTRUCTED  FROM  ITEMS  IN  PRT  2401.  AVERAGE  SQUAD  SCORES  WERE  PREVIOUSLY 
FOUND  (53)  TO  CORRELATE  SIGNIFICANTLY  WITH  FIELD  PERFORMANCE  SCORES. 

(5)  Social  Activeness  (Variable  9).  It  is  reasonable  to  assume 

THAT  THE  EXTENT  TO  WHICH  THE  SQUAD  LEADER  ENGAGES  IN  OR  SEEKS  SOCIAL  ACTIVITY 
WITHIN  THE  Army  STRUCTURE  IS  RELATED  TO  HIS  ABILITY  TO  WORK  EFFECTIVELY 
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AS  A LEADER.  WORKING  ON  THIS  ASSUMPTION,  A SET  OF  ITEMS  WAS  DRAWN  FROM 

PRT  2401.  Average  squad  scores  were  significantly  correlated  with  per- 
formance scores  in  the  previous  study  (53). 

(6)  Job  Adjustment.  Men  who  resent,  mi l i tary  service,  disagree 

WITH  THE  GOALS  OF  THE  MILITARY,  OR  ARE  RELUCTANT  TO  SERVE  IN  COMBAT  AREAS 
OR  IN  COMBAT  TYPE  JOBS,  MAY  BE  LIKELY  TO  PERFORM  THEIR  MILITARY  DUTIES 
LESS  WELL  THAN  THOSE  MEN  WHO  LIKE  THEIR  JOBS  AND  WHOSE  THINKING  IS  IN 
ACCORD  WITH  THE  OBJECTIVES  OF  THE  MILITARY  ORGANIZATION.  TWO  PREDICTOR 
MEASURES  WERE  USED  TO  TAP  THIS  SET  OF  GENERAL  ATTITUDES: 

(a)  General  Army  Adjustment  (Variable  iO).  A set  of  items 

DESIGNED  TO  MEASURE  GENERAL  ADJUSTMENT  TO  MILITARY  LIFE  WAS  DEVELOPED 
AND  ADMINISTERED  TO  SQUAD  LEADERS  IN  THE  PREVIOUS  STUDY  (53).  THE  CORRE- 
LATION COEFFICIENT  BETWEEN  LEADER  SCORES  ON  THESE  ITEMS  AND  LEADER  SCORES 
ON  THE  FIELD  PROBLEM  WAS  .41,  ONE  OF  THE  HIGHEST  COEFFICIENTS  FOUND  IN  THAT 
STUDY.  A NUMBER  OF  ITEMS  WERE  AGAIN  USED  IN  THE  PRESENT  STUDY. 

(b)  Preference  for  fighting  jobs  (Variable  II).  The  better 

LEADERS,  IT  WAS  HYPOTHESIZED,  SHOULD  HAVE  STRONGER  PREFERENCES  FOR  FIGHTING 
JOBS  (AS  OPPOSED  TO  CIVILIAN  TYPE  OR  NONFIGHTING  JOBS  ) THAN  THE  POORER 
LEADERS.  This  HYPOTHESIS  WAS  CHECKED  WITH  A TEST  COMPOSED  OF  A NUMBER  OF 
ITEMS  SIMILAR  TO  THOSE  USED  IN  A STUDY  OF  FIGHTERS  AND  NONFIGHTERS  IN 

Korea. 

(7)  Noncognitive  characteristics  (Army  Picture  Test,  DA  PRT  2606, 
Variable  12).  This  test  is  designed  to  measure  a number  of  noncognitive 

CHARACTERISTICS  HYPOTHESIZED  TO  BE  RELATED  TO  EFFECTIVE  MILITARY  PERFORMANCE. 

2.  Members 

a.  Abiliti ES.  The  skills  and  abilities  WHICH  SQUAD  MEMBERS  POSSESS 
MAY  ALSO  CONTRIBUTE  IMPORTANTLY  TO  SQUAD  SUCCESS  IN  FIELD  PERFORMANCE. 
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Three  such  predictor  variables  were  included  in  this  study; 


(1)  General  Ability:  Aptitude  Area  I scores  (Variable  13).  The 

REASONING  BEHIND  THE  USE  OF  THIS  VARIABLE  HAS  ALREADY  BEEN  DISCUSSED  ABOVE 
FOR  THE  SQUAD  LEADER.  SCORES  WERE  OBTAINED  FROM  FORMS  20  FOR  ALL  SQUAD 

members.  Members'  scores  were  added  to  obtain  a score  for  each  squad. 

(2)  Basic  Military  Proficiency  Test  (Variable  14).  This  test, 
also  discussed  previously,  was  administered  to  all  squad  members.  The 


SQUAD  SCORE  WAS  THE  SUM  OF  INDIVIDUAL  SQUAD  MEMBER  SCORES. 

(3)  Marksman  Qualification  scores  (Variable  15).  These  scores 

WERE  OBTAINED  FROM  EACH  MAN'S  MARKSMANSHIP  QUALIFICATION  RECORD.  SCORES 
WERE  ADDED  FOR  ALL  SQUAD  MEMBERS.  THE  RELATIONSHIP  BETWEEN  MARKSMANSHIP 
AND  PERFORMANCE  ON  THE  LIVE  FIRING  PROBLEM  IS  OBVIOUS.  HOWE VER,  ADM  I N I S- 
TRAFT I VE  RECORDS  OF  THIS  SORT  HAVE  OFTEN  BEEN  FOUND  TO  BE  UNRELIABLE. 

b.  Personality  Characteristics.  Five  of  the  personality  measures  con- 
sidered FOR  THE  SQUAD  LEADER  WERE  ALSO  INCLUDED  FOR  SQUAD  MEMBERS: 

Physical  Prowess  (Variable  16),  3oc i al'  Activeness  (Variable  17), 
Peripheral  Nervousness  (Variable  18),  General  Army  Adjustment  (Variable 

19),  AND  THE  MEASURE  OF  PREFERENCE  FOR  FIGHTING  JOBS  (VARIABLE  20)  . 

c.  Biographical  Characteristics.  A number  of  biographical  measures  were 

AVAILABLE  FROM  FORMS  20  OF  THE  SQUAD  MEMBERS  TESTED  IN  THIS  STUDY.  TWO  SUCH 

items,  age  (Variable  21)  and  educational  level  (Variable  22),  were  obtained 

FOR  ALL  SQUADS.  As  A GENERAL  HYPOTHESIS,  IT  WAS  PRESUMED  THAT  SQUADS  COMPOSED 
OF  YOUNGER  AND  BETTER  EDUCATED  MEN  WOULD  DO  BETTER  ON  THE  FIELD  PERFORMANCE 
CRITERIA. 


D.  I NTERPERSONAL  REL AT I ONSH I PS 

For  a rifle  squad  to  become  an  effective  team,  it  is  assumed  that  the  mem- 
bers OF  A SQUAD  MUST1"  PRACTICE  AND  WORK  TOGETHER  AS  A TEAM— BE  AN  "INTEGRAL"  UNIT. 

t 

I . LeADERtMEMBER  RELATIONSHIPS 

The  leader  is  a pivotal  man  in  squad  performance.  Consequently,  the 
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NETWORK  OF  RELATIONSHIPS  BETWEEN  THE  LEADER  AND  THE  SQUAD  MEMBERS  MAY  BE  A 
MOST  IMPORTANT  PART  OF  THE  TOTAL  NETWORK  OF  INTRASQUAD  RELATIONSHIPS.  MEAS- 
URES OF  FOUR  TYPES  OF  VAR  I ABLE*' RELAT  I NG  TO  LEADER-MEMBER  RELATIONSHIPS  WERE 
INCLUDED  IN  THIS  STUDY. 

a.  Interpersonal  Preferences  (Sociometric  Instruments,  Variables  23, 
24,  and  25).  The  emotional  ties  existing  between  the  squad  leader  and  his 

MEN,  AND  THE  TIES  AMONG  THE  MEN,  SHOULD  AFFECT  THE  MANNER  AND  THE  SUCCESS 
WITH  WHICH  THEY  PERFORM  THEIR  TEAM  DUTIES  AND  ACCOMPLISH  SQUAD  MISSIONS. 

Measures  of  such  interpersonal  ties,  called  sociometric  measures,  have 

SHOWN  GREAT  PROMISE  IN  PREDICTING  GROUP  EFFECTIVENESS.  FOR  EXAMPLE,  VERY 
DIFFERENT  PATTERNS  OF  EMOTIONAL  TIES  HAVE  BEEN  FOUND  (|2)  BETWEEN  COM- 
MANDING OFFICERS  AND  FLIERS  IN  EFFECTIVE  AND  INEFFECTIVE  SQUADRONS.  In 
THE  FIRST  STUDY  OF  THIS  SERIES  (29),  CONDUCTED  WITH  SCOUT  SQUADS  OF  THE 
ARMORED  RECONNAISSANCE  PLATOON  (LIGHT),  SUCH  A SOCIOMETRIC  MEASURE  WAS 
CORRELATED  SIGNIFICANTLY  WITH  SQUAD  PERFORMANCE  ON  A FIELD  PROBLEM  CRI- 
TERION. A REVISED  VERSION  OF  THIS  SAME  MEASURE  WAS  AGAIN  USED  IN  THE  PRE- 
VIOUS STUDY  (53);  A NUMBER  OF  DIFFERENT  SCORES  DERIVED  FROM  THE  INSTRUMENT 
FAILED  TO  CORRELATE  W | TH  SQUAD  CRITERION  SCORES.  HOWEVER,  FURTHER  ANALYSIS 
OF  THESE  SCORES  SHOWED  THAT  FOR  THE  33  TESTED  SQUADS  WHO  HAD  HIGHEST  SQUAD 
INTEGRALITY  SCORES,  THERE  WAS  A SIGNIFICANT  CORRELAT I ON  BETWEEN  SQUAD  PER- 
FORMANCE SCORES  AND  SEVERAL  SCORES  DERIVED  FROM  THE  SOCIOMETRIC  MEASURE  (8). 
ON  THE  BASIS  OF  THIS  CONFLICTING  BUT  PROMISING  EVIDENCE,  A NINE-ITEM  RE- 
VISED VERSION  OF  THIS  SOCIOMETRIC  MEASURE  WAS  USED  IN  THE  PRESENT  STUDY, 

AND  SCORES  REFLECTING  BOTH  LEADER-MEMBER  AND  MEMBER-MEMBER  RELATIONSHIPS 
WERE  OBTAINED  FOR  USE  AS  PREDICTORS  OF  SQUAD  FIELD  PERFORMANCE. 
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8.  Knowledge  of  Fellow  Squad  Members(Vari ables  26-29).  Though  the 

ROLES  OF  SQUAD  LEAOER  ANO  OF  SQUAD  MEMBERS  ARE  DEFINED  IN  CONSIDERABLE 
DETAIL  BY  THE  ARMY,  THERE  ARE  STILL  CONSIDERABLE  DIFFERENCES  IN  THE  MANNER 
IN  WHICH  THESE  ROLES  ARE  PLAYED.  DIFFERENCES  IN  CARRYING  OUT  THESE  ROLES 
ARISE,  IN  PART,  FROM  INDIVIDUAL  DIFFERENCES  AMONG  SQUAD  MEMBERS.  IT  WAS 
REASONED  THAT,  FOR  A SQUAD  TO  FUNCTION  EFFECTIVELY  AS  A TEAM,  IT  IS  IMPOR- 
TANT FOR  SQUAD  MEMBERS,  ANO  ESPECIALLY  FOR  THE  SQUAD  LEADER,  TO  KNOW  THE 
ROLE  BEHAVIORS  OF  THEIR  TEAMMATES.  THE  LEADER  AND  MEMBERS  NEED  TO  KNOW 
WHO  IN  THE  SQUAD  CAN  BEST  SOLVE  A PARTICULAR  SQUAD  PROBLEM  AND  WHAT  TO  EXPECT 
OF  EACH  OTHER  IN  CRITICAL  ACTIONS.  BY  KNOWING  WHAT  THE  OTHER  MAN  WILL  DO, 
EACH  MAN  CAN  BETTER  GUIDE  HIS  OWN  ACTIONS}  AND  THE  SQUAD  WILL  THUS  BE  MORE 
EFFECTIVE  ON  'FIELD  PROBLEMS  AND  IN  COMBAT.  THE  HYPOTHESIS  THAT  EFFECTIVE 
LEADERS  ARE  MORE  ACCURATE  IN  THEIR  ESTIMATES  OF  GROUP  MEMBERS  WAS  FIRST 
EXPLORED  BY  CHOWDHRY  ANO  NEWCOMB  (3).  NEGATIVE  EVIDENCE  ON  THIS  HYPOTHESIS 
HAS  BEEN  FOUND  BY  HlTES  AND  CAMPBELL  (lO),  AND  POSITIVE  EVIDENCE  IN  THIS 
AREA  HAS  BEEN  FOUND  IN  PREVIOUS  STUDIES  OF  THIS  SERIES  (9,  54). 

Although  knowledge  about  field  behavior  may  be  the  most  important  for 

FIELD  PROBLEM  PERFORMANCE,  IT  IS  REASONABLE  TO  ASSUME  THAT  THERE  IS  SOME 
GENERALITY  OF  KNOWLEDGE— SQUAD  MEMBERS  WHO  CAN  ACCURATELY  ANTICIPATE  OTHER 
SQUAD  MEMBER’S  BEHAVIOR  IN  OTHER  THAN  FIELD  SITUATIONS  ARE  MORE  LIKELY 
TO  ACCURATELY  ANTICIPATE  THEIR  BEHAVIOR  IN  THE  FIELD.  IT  WAS  FOUND  PRE- 
VIOUSLY (54)  THAT  SQUADS  WHOSE  MEMBERS  COULD  ACCURATELY  ESTIMATE  POPULARITY 
OF  FELLOW  SQUAD  MEMBERS  PERFORMED  SIGNIFICANTLY  BETTER  ON  THE  FIELD  PROBLEM 
THAN  THOSE  WHO  WERE  LESS  ACCURATE  IN  THIS  RESPECT.  THIS  RELATIONSHIP  WAS 
EVEN  CLOSER  FOR  SQUAD  LEADERS.  ON  THE  BASIS  OF  THIS  EVIDENCE  AND  THE  ABOVE 
REASONING,  THE  FOLLOWING  PROCEDURES  WERE  USED  IN  THE  PRESENT  STUDY.  EACH 
SQUAD  MEMBER  WAS  ASKED  TO  NOMINATE  THE  THREE  HIGHEST  AND  THREE  LOWEST  SQUAD 
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MEMBERS  ON  EACH  OF  FOUR  CHARACTERISTICS: 

(1)  Popularity 

(2)  Intelligence 

(3)  Thought  neatest  by  squad 

(4)  Thought  best  combat  soldier  by  squad 

These  nominations  were  compared  with  more  objective  measures  of  the  attributes 
for  popularity,  sociometric  choices  were  used;  intelligence,  Aptitude  Area  I 
scores;  and  the  squad  consensus  of  ratings  on  neatness  and  combat  soldi er- 
liness.  All  four  were  used  for  variable  26,  the  first  two  for  variable  27, 

AND  THE  LAST  TWO  FOR  VARIABLE  28. 

Leaders  and  men  were  also  asked  to  predict  their  squad's  ratings  on  items 

FROM  THE  DAYLIGHT  BLANK  FIRING  PROBLEM— FIVE  SQUAD  LEADER  ITEMS  AND  FIVE 
SQUAD  MEMBER  ITEMS.  DISCREPANCIES  BETWEEN  PREDICTIONS  AND  ACTUAL  RATINGS 
BY  THE  UMPIRES  WERE  COMPUTED  (VARIABLE  29). 

Thus,  scores  were  available  for  both  leaders  and  members  on  their 
KNOWLEDGE  OF  FELLOW  SQUAD  MEMBERS  IN  BOTH  NONTACTICAL  AND  TACTICAL  AREAS. 

It  WAS  HYPOTHESIZED  THAT  ACCURACY  OF  PREDICTING  OTHER'S  RESPONSES  WOULD 
INCREASE  THE  EFFECTIVENESS  OF  SQUAD  FIELD  PERFORMANCE.  VARIABLES  26-29  WERE 
THE  KNOWLEDGEAB I L I TY  SCORES  OF  THE  SQUAD  LEADERS. 

c.  Members'  Perceptions  of  Squad  Leader  Behavior.  Another  crucial 

ASPECT  OF  LEADER-MEMBER  RELATIONS  WITHIN  THE  SQUAD  IS  THE  WAY  IN  WHICH  SQUAD 
MEMBERS  PERCEIVE  THE  BEHAVIOR  OF  THEIR  LEADER.  THREE  MEASURES  OF  THE  WAY 
SQUAD  MEMBERS  PERCEIVE  THEIR  LEADER  WERE  USED: 

(l)  Squad  leader  role  discrepancy  (Variable  30).  Leaders  behave 

IN  DIFFERING  WAYS  TOWARD  THEIR  MEN.  SQUAD  MEMBERS  EXPECT  THEIR  LEADER  TO 
ACT  IN  CERTAIN  WAYS.  SQUAD  LEADERS  WHO  PLAY  THEIR  LEADER  ROLES  IN  A WAY 
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WHICH  MEETS  MEMBERS*  EXPECTATIONS  MAY  BE  MORE  SUCCESSFUL  IN  ELICITING  EFFEC- 
TIVE TEAMWORK  AND  COOPERATION  FROM  THEIR  MEN.  In  THE  PREVIOUS  STUDY  (54), 

A SET  OF  ITEMS  WAS  SCORED  IN  TERMS  OF  DISCREPANCY  BETWEEN  SQUAD  MEMBERS' 
PERCEPTIONS  OF  IDEAL  SQUAD  LEADER  BEHAVIOR  AND  THEIR  PERCEPTIONS  OF  THEIR 
OWN  SQUAD  LEADER'S  BEHAVIOR.  THESE  SCORES  DISCRIMINATED  SIGNIFICANTLY  BE- 
TWEEN LEADERS  OF  HIGH  AND  LOW  SCORING  SQUADS.  THE  ITEMS  WERE  REVISED  FOR 
GROUP  ADMINISTRATION. 

(2)  Squad  leader  as  a problem  solver  (Variable  31 ).  To  do  his  job, 

THE  SQUAD  LEADER  MUST  MAKE  DEMANDS  ON  HIS  MEN}  HE  MUST  IN  A SENSE  SET  PROB- 
LEMS FOR  THEM.  A GOOD  SQUAD  LEADER  NOT  ONLY  SETS  UP  PROBLEMS  FOR  HIS  MEN, 

BUT  HELPS  THEM  TO  SOLVE  THEIR  PROBLEMS.  IF  SQUAD  MEMBERS  PERCEIVE  THEIR 
LEADER  AS  A MAN  WHO  SOLVES  THEIR  PROBL EMS , THE Y MAY  MORE  WILLINGLY  SUBMIT  TO 
HIS  CONTROL  AND  WORK  MORE  WILLINGLY  WITH  HIM  AS  AN  EFFECTIVE  TEAM.  A SET 
OF  ITEMS  DESIGNED  TO  MEASURE  SQUAD  MEMBERS'  PERCEPTIONS  OF  THEIR  LEADER 
AS  AN  EFFECTIVE  PROBLEM  SOLVER  WAS  USED  SUCCESSFULLY  IN  A PREVIOUS  STUDY  (54). 
These  items  were  revised  for  group  administration. 

(3)  Evaluation  of  squad  leader  by  squad  members (Vara i ble  32).  The 

PREVIOUS  STUDY  SHOWED  THAT  A SINGLE  ITEM — MEASURING  SQUAD  MEMBER  SATISFAC- 
TION WITH  THEIR  SQUAD  LEADER — DIFFERENTIATED  SIGNIFICANTLY  BETWEEN  HIGH  AND 
LOW  SCORING  SQUADS.  IN  THE  PRESENT  STUDY,  ITEMS  WERE  INCLUDED  TO  MEASURE 
THE  SATISFACTION  OF  SQUAD  MEMBERS  WITH  THEIR  SQUAD  LEADER. 

D.  Leader-Member  Teamwork  (Field  problem  checklist,  instrument  0). 

There  are  differences  in  the  way  leaders  fulfill  their  roles  as  leaders. 

On  the  basis  of  observations  of  squads  in  the  field,  it  was  thought  that 
certain  nontactical  aspects  of  leader-member  interactions  in  the  field 

WOULD  BE  RELATED  TO  THE  TACTICAL  EFFECTIVENESS  OF  THE  SQUAD.  To  TEST  THIS 
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HYPOTHESIS,  A CHECKLIST  OF  NONTACTICAL  BEHAVIOR  WAS  CONSTRUCTED  AND  A PAIR 
OF  OBSERVERS  RATED '24  OF  THE  TESTED  SQUADS  DURING  THEIR  FIELD  TESTS.  RAT- 
INGS OF  THE  TWO  OBSERVERS  WERE  AVERAGED.  FROM  THE  CHECKLIST,  THREE  SUB- 
SCORES WERE  DERIVED,  TWO  OF  WHICH  ARE  APPROPRIATE  AS  LEADER-MEMBER  RELATION- 
SHIP variables: 

(1)  Leader  behavior  of  the  squad  leader  in  situations  for  which 
the  Army  does  not  specify  the  correct  behavior  (Variable  33).  Items  of 

THIS  SCALE  WERE  ON  THE  WAY  IN  WHICH  THE  SQUAD  LEADER  GAVE  HIS  ORDERS  (MANNER, 
CLARITY,  CONFIDENCE),  WHETHER  HE  CRITICALLY  REVIEWED  THE  SQUAD  PERFORMANCE 
AT  PAUSES  DURING  THE  FIELD  PROBLEM,  AND  SO  ON. 

(2)  Mutual  Corrective  Factor  (Variable  34).  This  variable  refers 
TO  HOW  WELL  THE  SQUAD  MEMBERS  HELP  OUT  THE  SQUAD  LEADER  AND  EACH  OTHER  IN 
SITUATIONS  FOR  WHICH  THE  ARMY  DOES  NOT  SPECIFICALLY  DIRECT  SUCH  ACTION, 

AND  TO  WHAT  EXTENT  THE  SQUAD  LEADER  TAKES  ADVANTAGE  OF  THE  BRAINS  OF  HIS 
ENTIRE  SQUAD,  AND  NOT  JUST  HIS  OWN,  IN  PLANNING  AND  DIRECTING  SQUAD  ACTIONS. 

Items  of  this  scale  rated  the  extent  to  which  squad  members  asked  questions 

AND  THE  EXTENT  TO  WHICH  THEY  HELPED  EACH  OTHER  AND  THE  SQUAD  LEADER  DURING 
FIELD  PROBLEMS. 

2.  MembertMember  Relationships. 

Although  considerable  stress  has  been  placed  upon  leader-member  rela- 
tionships, THE  INTERPERSONAL  RELATIONSHIPS  AMONG  SQUAD  MEMBERS  ALSO  PLAY  A 
MAJOR  PART  IN  DETERMINING  THE  FIELD  EFFECTIVENESS  OF  THE  SQUAD.  THE  MAJOR 
VARIABLES  INVESTIGATED  IN  THIS  AREA  WERE: 

a . Interpersonal  Preferences  Among  Squad  Members 

(l)  Sociometric  Scores.  Sociometric  measures  were  discussed  under 

LEADER-MEMBER  RELATIONSHIPS.  IN  ADDITION  TO  THESE  MEASURES,  THE  SOCIOMETRIC. 
DEVICE  INCLUDED  IN  THIS  STUDY  WAS  SCORED  IN  TWO  WAYS  FOR  MEMBER-MEMBER 
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relationships:  (a)  positive  plus  negative  choices  within  the  squad  (Variable 

35)  , CONSIDERED  AS  AN  INDEX  OF  THE  CONCERN  SQUAD  MEMBERS  HAVE  FOR  EACH  OTHER 
(IRRESPECTIVE  OF  FEELING  tone)  OR  AS  AN  INDICATION  OF  THE  INTENSITY  OF  SQUAD 
MEMBER  INTERACTIONS}  AND  (b)  TOTAL  POSITIVE  CHOICES  WITHIN  SQUAD  (VARIABLE 

36) ,  CONSIDERED  AS  A MEASURE  OF  HOW  WELL  SQUAD  MEMBERS  LIKE  EACH  OTHER  OR 
HOW  COHESIVE  THE  SQUAD  IS.  IN  BOTH  CASES,  THE  GENERAL  PREDICTION  WAS  THAT 
THE  GREATER  THE  NUMBER  OF  CHOICES,  THE  HIGHER  WOULD  BE  THE  FIELD  PERFORMANCE 
SCORE . 

(2)  Hypothetical  squad  nominations.  It  is  commonly  believed  that 

A PERSON  WORKS  BETTER  WHEN  in  a WORK  GROUP  COMPOSED  OF  PEOPLE  HE  LIKES  AND 
RESPECTS.  In  THE  PREVIOUS  STUDY  (54),  SQUAD  MEMBERS  WERE  TOLD  TO  MAKE  UP  A 
HYPOTHETICAL  RIFLE  SQUAD  WHICH  WOULD  BE  EFFECTIVE  ON  FIELD  PROBLEMS,  BY  SE- 
LECTING MEN  FROM  THEIR  COMPANY  FOR  EACH  SQUAD  POSITION.  THREE  MEASURES  WERE 
DERIVED  FROM  THESE  RESPONSES:  NUMBER  OF  MEN  FROM  THE  RESPONDENT'S  OWN  SQUAD 
WHOM  HE  SELECTED  FOR  HIS  HYPOTHETICAL  SQUAD  (VARIABLE  37),  NUMBER  OF  MEN 
SELECTED  FOR  THEIR  OWN  SQUAD  POSITIONS  IN  THE  HYPOTHETICAL  SQUAD  (VARIABLE  38), 
AND  NUMBER  OF  MEN  SELECTED  FOR  DIFFERENT  SQUAD  POSITIONS  IN  THE  HYPOTHETICAL 

squad  (Variable  39).  All  three  of  these  measures  discriminated  significantly 

BETWEEN  HIGH  AND  LOW  SCORING  SQUADS.  THIS  INSTRUMENT  WAS  MODIFIED  FOR  GROUP 
ADMINISTRATION  AND  THE  SAME  THREE  MEASURES  WERE  DERIVED. 

(3)  Preferences  for  working  with  men  from  own  squad  (Variable  40). 

A SET  OF  ITEMS  WAS  CONSTRUCTED  ASKING  SQUAD  MEMBERS  TO  CHOOSE  BETWEEN  THEIR 
OWN  SQUAD  MATES  AND  OTHER  MEN  IN  THE  COMPANY  AS  CO-WORKERS  IN  EACH  OF  FIVE 
SPECIFIC  TASKS.  THIS  MEASURE,  LIKE  THE  OTHERS  OF  THIS  AREA,  ATTEMPTS  TO 
TAP  THE  COHESIVENESS  OR  INTEGRALITY  OF  THE  SQUAD  WHICH  STEMS  FROM  THE  ATTRAC- 
TION OF  SQUAD  MEMBERS  FOR  THEIR  SQUAD  MATES.  THE  GENERAL  HYPOTHESIS  IS  THAT 
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TH£  MORE  POSITIVE  THE  FEELING  BETWEEN  SQUAD  MEMBERS,  THE  MORE  EFFECTIVELY 
THEY  WORK  AS  A TEAM. IN  FIELD  TESTS. 

b.  Knowledge  of  fellow  squad  members  (Variables  41-44).  This  group 
OF  MEASURES  WAS  DISCUSSED  UNDER  LEADER-MEMBER  RELAT I ONSH ! ; ■ S . THE  SAME 
REASONING  APPLIES  AS  TO  THE  IMPORTANCE  OF  SQUAD  MEMBERS  BEING  ABLE  TO 
ACCURATELY  ANTICIPATE  THE  RESPONSES  OF  THEIR  SQUAD  MATES  AND  THEIR  LEADER 
IN  CRITICAL  SITUATIONS.  SCORES  ON  THE  KNOWLEDGEAB I L I TY  MEASURES  WERE 
ADDED  FOR  ALL  SQUAD  MEMBERS  TO  OBTAIN  A SQUAD  KNOWLEDGEAB I L I TY  SCORE, 

AND  THE  SAME  GENERAL  PROPOSITION  THAT  KNOWLEDGEAB I L I TY  SCORES  WOULD  BE 
RELATED  TO  FIELD  PERFORMANCE  SCORES  WAS  HYPOTHESIZED. 

E.  GROUP-DERIVED  MOTIVATIONS  TOWARD  ARMY-DEFINED  GOALS 

After  a group  of  men  has  lived  and  worked  together  in  close  interaction, 

THE  GROUP  AS  SUCH  OFTEN  BECOMES  AN  EFFECTIVE  FORCE  IN  MODIFYING  AND  CONTROL- 
LING THE  BEHAVIOR  OF  THE  INDIVIDUAL  MEN  WHO  COMPOSE  IT.  In  A SENSE,  THE 
STRENGTH  AND  DIRECTION  OF  THIS  FORCE  ARE  THE  RESULTANTS  OF  THE  INTERACTIONS 
WITHIN  THE  GROUP  DISCUSSED  IN  THE  PREVIOUS  SECTION. 

However,  it  is  not  good,  from  the  point  of  view  of  criterion  performance, 

TO  HAVE  A THOROUGHLY  HAPPY  AND  COHESIVE  GROUP  WHICH  IS  NEVERTHELESS  NEGATIVELY 
ORIENTED  TOWARD  THE  OBJECTIVES  WHICH  THE  ARMY  HAS  SET  FOR  IT.  FOR  EFFECTIVE 
GROUP  PERFORMANCE  ON  THE  FIELD  PROBLEM  AND  IN  CJOMBAT , THE  SQUAD  MUST  JIBE 
WITH  THAT  OF  THE  MILITARY  ORGANIZATION,  AND  THE  SQUAD ' S SOC I AL  NORMS  MUST 
EXERT  THEIR  INFULENCE  ON  SQUAD  MEMBERS  SO  THAT  THEY  ARE  MORE  STRONGLY  MOTI- 
VATED TO  DO  WELL  IN  THE  TACTICAL  MISSIONS  REQUIRED.  SEVERAL  ATTEMPTS  WERE 
MADE  TO  TAP  THIS  AREA  BY  ASSESSING  THE  STRENGTH  AND  DIRECTION  OF  GROUP-GOAL 
ORIENTATION  WHICH  THE  LEADER  AND  MEMBERS  POSSESS. 

!.  Pride  in  Units  (Variable  45).  It  is  common  belief  that  units  whose 

MEMBERS  HAVE  PRIDE  IN  THE  UNIT  OR  ESPR I T-DE-CORPS  FIGHT  BETTER  THAN  UNITS 
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WHOSE  MEMBERS  LACK  THIS  ESPRIT.  SUCH  A QUALITY  IS  INTANGIBLE  AND  DIFFICULT 
TO  MEASURE.  INDIRECT  INDEXES  OF  THIS  CHARACTERISTIC  CAr.  BE  DEDUCED  FROM 
SUCH  MEASURES  AS  THE  SOCIOMETRIC  TEST  AND  THE  HYPOTHETICAL  SQUAD  NOMINATIONS — 
THAT  IS,  FROM  SUMMATING  INTERPERSONAL  PREFERENCES  WITHIN  THE  SQUAD.  IT  SEEMED 
FRUITFUL  TO  ATTEMPT,  HOWEVER,  TO  MEASURE  GROUP  COHESIVENESS  MORE  DIRECTLY 
IN  TERMS  OF  INDIVIDUAL  PRIDE  IN  UNIT  MEMBERSHIP  IRRESPECTIVE  OF  ATTRACTIONS 
FOR  INDIVIDUAL  SQUAD  MATES,  THAT  IS,  COHESIVENESS  STEMMING  FROM  THE 
UNIT  AS  A UNIT  AND  NOT  FROM  INDIVIDUAL  MEMBERS.  RESPONSES  TO  QUESTIONS 
DESIGNED  TO  MEASURE  INDIVIDUAL  PRIDE  IN  SQUAD  MEMBERSHIP  DISCRIMINATED  SIGNI- 
FICANTLY BETWEEN  HIGH  AND  LOW  SCORING  SQUADS  IN  A PREVIOUS  STUDY  (54).  A 
SET  OF  SIMILAR  QUESTIONS,  MODIFIED  FOR  GROUP  ADMINISTRATION,  WERE  USED  IN 
THE  PRESENT  STUDY. 

2.  Leader  Variables 

a.  Reference  group  measures  (Variables  46  and  47).  A man  who  is  highly 

ATTRACTED  TO  A GROUP  MAY  USE  THAT  GROUP  AND  ITS  ATTITUDES  AS  POINTS  OF  REFER- 
ENCE FOR  HIS  OWN  BEHAVIOR,  EXPECTATIONS,  AND  ASPIRATIONS.  IT  MAY  ONLY 
BE  WHEN  THE  INDIVIDUAL  MAN  HAS  MADE  THE  STANDARDS  AND  EXPECTATIONS  OF  THE 
6ROUP  HIS  OWN  THAT  THE  POTENTIAL  FORCE  OF  A COHESIVE  GROUP  CAN  BE  EFFECTIVE. 

The  concept  of  reference  group  was  first  elaborated  by  Hyman  (II)  and  has 
SINCE  BEEN  USED  EXTENSIVELY  BY  SHER I F (23,  24),  NEWCOMB  (20),  AND  MERTON 
AND  KlTT  (18).  An  INDIVIDUAL  SQUAD  MEMBER  COULD  ORIENT  HIS  FIELD  PERFORMANCE 
AND  OTHER  ARMY  BEHAVIOR  TOWARD  ONE  OR  MORE  OF  AT  LEAST  THREE  MAJOR  REFERENCE 
GROUPS!  HIS  OWN  SQUAD,  THE  ARMY,  OR  THE  CIVILIAN  COMMUNITY.  IF  A SQUAD 
MEMBER  IDENTIFIES  HIMSELF  WITH  THE  GOALS  AND  STANDARDS  OF  HIS  SQUAD  AND  OF  THE 

Army,  his  motivation  to  do  well  in  the  field  might  be  increased. 

To  ASSESS  THE  DIRECTION  OF  SUCH  GROUP-GOAL  ORIENTATION,  ITEMS  WERE 
CONSTRUCTED  TO  TAP  THE  EXTENT  TO  WHICH  THE  SQUAD  LEADER  AND  THE  SQUAD 
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MEMBERS  ORIENTED  THEIR  BEHAVIOR  IN  TERMS  OF  THE  SQUAD  AND  IN  TERMS  OF 

the  Army  as  reference  groups. 

b.  Liking  for  field  problems.  In  addition  to  assessing  the  direction 

OF  GOAL  ORIENTATION  IN  TERMS  OF  THE  INFLUENCE  OF  VARIOUS  TERENCE  GROUPS, 

IT  SEEMED  REASONABLE  TO  ATTEMPT  A DIRECT  ASSESSMENT  OF  THE  MOTIVATION  OF 
THE  INDIVIDUAL  MAN  FOR  PERFORMANCE  IN  FIELD  PROBLEMS.  FOR  THIS  PURPOSE,  A 
SET  OF  CARTOONS,  DEPICTING  SIX  TYPES  OF  ARMY  JOB  ASSIGNMENTS  (INCLUDING 
FIELD  PROBLEMS),  WAS  DEVELOPED  AND  USED  IN  THE  PREVIOUS  STUDY.  MEASURES 
DERIVED  FROM  THESE  CARTOONS  SUCCESSFULLY  DISCRIMINATED  BETWEEN  HIGH  AND 
LOW  SCOR I NG  SQUADS  IN  A PREVIOUS  STUDY  (54).  The  CARTOON  TEST  WAS  MODIFIED 
FOR  GROUP  ADMINISTRATION.  EACH  MAN  WAS  ASKED  TO  RANK  ORDER  THE  CARTOONS  IN 
TERMS  OF  HIS  PERFERENCE  FOR  THE  TYPE  OF  WORK  ASSIGNMENT  WHICH  EACH  CARTOON 

depicted.  Three  scores  were  derived  from  those  preferences:  (I)  Each  man's 

RANK  FOR  THE  FIELD  PROBLEM  CARTOON  (VARIABLE  48)  (2)  RANK  ATTRIBUTED  TO  THE 

SQUAD  FOR  THE  FIELD  PROBLEM  CARTOON  (VARIABLE  49)  (3)  SELF-SQUAD  RANK 

DISCREPANCY.  IN  ADDITION  TO  RANKING  THE  CARTOONS,  MEN  WERE  ASKED  TO  RATE 
EACH  CARTOON  ON  A 5-POINT  SCALE.  THE  PRODUCT  OF  THE  RANK  (WHERE  HIGHEST 
RANK  IS  ASSIGNED  HIGHEST  NUMBER)  AND  THE  RATING  FOR  THE  FIELD  PROBLEM  CAR- 
TOON WAS  COMPUTED  (VARIABLE  50).  THE  GENERAL  HYPOTHESIS  WAS  THAT  THE  HIGHER 
ONE'S  OWN  RANKING  OF  THE  FIELD  PROBLEM  CARTOON,  THE  HIGHER  THE  ATTRIBUTED 
SQUAD  RANKING,  AND  THE  HIGHER  THE  PRODUCT  OF  RANK  AND  RATING,  THE  MORE  GROUP- 
GOAL  ORIENTED  THE  INDIVIDUAL  MAN,  AND  THEREFORE  THE  MORE  EFFECTIVELY  HE 
WOULD  PERFORM  ON  THE  FIELD  PROBLEMS. 

3.  Member  Variables. 

THE  REFERENCE  GROUP  MEASURES  (VARIABLES  51  AND  52)  AND  THE  LIKING  FOR 
FIELD  PROBLEM  MEASURES  (VARIABLES  54-56)  DISCUSSED  ABOVE  FOR  THE  SQUAD 
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LEADER  WERE  ALSO  OBTAINED  TOR  SQUAD  MEMBERS,  AND  THE  SCORES  OF  SQUAD  MEMBERS 


v'RE  ADDED  TO  PRODUCE  SQUAD  SCORES  ON  EACH  OF  THE  MS -LURES.  AN  ADDITIONAL 
MEASURE  OBTAINED  FROM  THE  CARTOON  INSTRUMENT  WAS  THE  SELF-SQUAD  DISCREPANCIES 
iN  CARTOON  RANKING,  SUMMED  FOR  ALL  NINE  MEN.  THIS  MEASURE  DISCRIMINATED 
SIGNIFICANTLY  BF  TWEEN  H ( Gw  AND  LOW  SCORING  SQUADS  IN  A PREVIOUS  STUDY  (54). 
VWO  OTHER  GROUP-GOAL  ORIENTATION  MEASURES  WERE  INCLUDED  FOR  SQUAD  MEMBERS: 

a.  Level  of  aspiratjon  for  the  squad  (Variable  53).  Items  were  con- 
structed TO  MEASURE  THE  LEVEL  OF  ASPIRATION  WHICH  INDIVIDUAL  SQUAD  MEMBERS 
HOLD  FOR  THE  SQUAD.  THE  GENERAL  HYPCTHOSIS  TO  BE  TESTED  WAS  THAT  THE  HIGHER 
THE  MEMBERS’  LEVEL  OF  ASPIRATION  TOR  THE  SQUAD,  THE  MORE  MOTIVATED  THEY 
WOULD  BE  TO  WORK  TOWARD  THE  SQUAD'S  GOALS,  AND  THE  MORE  EFFECTIVELY  THEY 
WOULD  PERFORM  ON  THE  FIELD  PROBLEMS. 

b.  Motivation  subscore.  Field  Problem  Checklist  (Variable  58).  The 
INSTRUMENT  WAS  DISCUSSED  IN  THE  PREVIOUS  SECTION;  THE  OTHER  TWO  SUBSCORES 
DERIVED  FROM  THE  CHECKLIST  ARE  MEASURES  OF  LEADER-MEMBER  REL AT  I ONSH 1 PS . 

This  third  subscore  is  an  attempt  to  measure  squao  member  motivation  toward 

THE  GROUP-GOAL  OF  EFFECTIVE  FIELD  PERFORMANCE  BY  DIRECT  OBSERVATION  OF  MEMBER 
BEHAVIOR  DURING  THE  FIELD  PROBLEM.  THE  ITEMS  INCLUDED  IN  THIS  SUBSCORE  COVER 
SUCH  THINGS  AS  THE  EXTENT  TO  WHICH  SQUAD  MEMBERS  A.CT  ALERTLY  RATHER  THAN  JUST 
GO  THROUGH  THE  MOTIONS  DURING  A.  FIELD  PROBLEM. 
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CHAPTER  V 


VALIDATION  OF  PREDICTOR  INSTRUMENTS 


A.  INTRODUCTION 

This  chapter  presents  the  results  obtained  from  analyses  of  relationships 

BETWEEN  SCORES  ON  THE  PREDICTORS  DISCUSSED  IN  CHAPTER  IV  AND  SCORES  ON  THE 
CRITERION  FIELD  TESTS  DISCUSSED  IN  CHAPTERS  II  AND  III.  RESULTS  ARE  PRE- 
SENTED IN  THE  ORDER  IN  WHICH  THE  PREDICTORS  ARE  DISCUSSED  IN  CHAPTER  IV. 

I . Results  of  this  Study  Compared  with  Results  of  Previous  Studies 

AS  STATED  EARLIER,  MANY  OF  THE  PREDICTOR  MEASURES  USED  WERE  ADAPTATIONS 
OF  MEASURES  THAT  HAD  BEEN  USED  IN  THE  PREVIOUS  STUDIES.  WHILE  IT  IS  INSTRUC- 
TIVE TO  COMPARE  PREDICTOR-CRITERION  RELATIONSHIPS  FOUND  IN  THIS  WITH  THOSE 
FOUND  IN  THE  EARLIER  STUDIES,  THIS  CANNOT  BE  CONSIDERED  A CROSS  VALIDA- 
TION OF  THE  RESULTS  OF  THE  PREVIOUS  STUDY  FOR  SEVERAL  REASONS.  A NUMBER 
OF  PREDICTORS  HAVE  BEEN  FURTHER  REFINED,  THE  CRITERION  THIS  TIME  WAS  MORE 
COMPREHENSIVE,  AND  QUESTIONS  AND  TECHNIQUES  USED  IN  THE  PREVIOUS  STUDY  HAD 
TO  BE  MODIFIED  FOR  GROUP  ADMINISTRATION.  HOWEVER,  WHEN  A PREDICTOR-CRI- 
TERION RELATIONSHIP  WAS  FOUNO  TO  BE  SIGNIFICANT  IN  BOTH  THE  CURRENT  AND 
THE  PREVIOUS  STUDY  (53),  THIS  IS  SUPPORTING  EVIDENCE  THAT  A TRUE  RELATION- 
SHIP EXISTS. 

2.  Uses  of  the  Three  Classes  of  Predictors 

Variables  were  of  three  types:  individual,  interpersonal  relationship, 

AND  GROUP-DERIVED  MOTIVATION.  THE  SUCCESSFUL  PREDICTORS  OF  THE  FIRST  TYPE 
ARE  OF  IMMEDIATE  USE,  SINCE  THEY  CAN  BE  APPLIED  BEFORE  SQUADS  ARE  FORMED. 

Variables  of  the  second  and  third  types  can  only  be  useful  after  squads 

HAVE  BEEN  FORMED  AND  SO  CANNOT  BE  USED  TO  ASSIGN  MEN  TO  UNITS.  THEIR  VALUE 
LIES  IN  THE  BETTER  UNDERSTANDING  THEY  PROVIDE  REGARDING  HOW  GROUPS  OPERATE. 
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3.  Computation  of  Group  Measures. 


For  many  of  the  predictor  variables  used,  scores  of  all  squad  members 

WERE.  ADDED  TO  OBTAIN  A GROUP  SCORE  CHARACTERISTIC  OF  THE  SQUAD  AS  A WHOLE. 

Characterizing  a group  in  terms  of  descriptive  statistics  was  only  a first 
step:  use  of  pattern  analysis  and  other  analytic  techniques  would  provide 

A MORE  COMPREHENSIVE  PICTURE.  HOWEVER,  IT  WAS  NOT  FEASIBLE  IN  THIS  STUDY 
TO  INTENSIVELY  ANALYZE  THE  HUNDREDS  OF  PREDICTOR-CRITERION  RELATIONSHIPS 
AVAILABLE.  CONSEQUENTLY,  THE  FIRST-STEP  ANALYSIS  WAS  PERFORMED,  SO  THAT  , 
FURTHER  ANALYSES  COULD  BE  PERFORMED  LATER  ON  THOSE  PREDICTOR  VARIABLES 
WHICH  THE  PRELIMINARY  ANALYSIS  SHOWED  TO  BE  PROMISING. 

4.  Criteria  for  Evaluation  of  Predictors 

Twelve  separate,  though  interrelated,  criterion  measures  were  available 
(see  end  of  Chapter  ll).  Inasmuch  as  composite  scores  from  all  three  prob- 
lems provided  more  comprehansi ve  indexes  of  squad  effectiveness  than  scores 

FROM  ANY  SINGLE  PROBLEM,  THESE  COMPOSITE  SCORES  WERE  USED  TO  VALIDATE  , ' 

predictors.  Three  such  composite  scores  were  available:  A squad  leader 

SCORE,  A SQUAD  MEMBER  SCORE,  AND  A SQUAD  SCORE  (THE  WEIGHTED  AVERAGE  OF 
THE  FIRST  TWb).  IN  GENERAL,  THE  COMPOSTIE  SQUAD  LEADER  SCORE  (LEADER 

Criterion  Score)  was  used  to  validate  leader  predictor  variables;  the  compo- 
site SQUAD  MEMBER  SCORE  (MEMBER  CRITERION  SCORE)  WAS  USED  TO  VALIDATE  MEA- 
SURES OF  INDIVIDUAL  SQUAD  MEMBER  CHARACTERISTICS  AND  INTERACTIONS?  AND  THE 
COMPOSITE  SQUAD  SCORE  (SQUAD  CRITERION  SCORE)  WAS  USED  AS  THE  CRITERION  FOR 
THE  COMPUTATION  OF  THE  MULTIPLE  CORRELATION  DISCUSSED  IN  SECTION  B OF  THIS 

chapter.  Since  all  predictions  are  unidirectional,  one-tailed  tests  of 

SIGNIFICANCE  WERE  USED. 
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5.  Organization  of  this  Chapter 


Discussion  of  the  predictor  variables  follows  the  sequence  laid  out 
in  Chapter  IV;  Section  B discusses  individual  characteristics.  Section  C 
interpersonal  relationships,  and  Section  D group-derived  sources  of  moti- 
vation toward  Army-defined  goals.  With  each  of  these  section  is  a Table 
(Tables  7,  9,  and  10)  of  correlation  coefficients  between  the  predictors 

AND  APPROPRIATE  CRITERION  MEASURES. 

B.  INDIVIDUAL  CHARACTERISTICS  (Table  7) 

I . Leader  Variables 

a.  Abilities.  The  measures  of  squad  leader  abilities  proved  to 
successful  in  predicting  squad  leader  field  performance:  Aptitude  Area 
I scores  (Variable  l),  the  Rifle  Squad  Leader  Test  (Variable  2),  Military 
Proficiency  Test  (Variable  3). 

Aptitude  Area  I scores,  the  measure  of  learning  ability,  correlated 

HIGHLY  WITH  BOTH  OF  THE  SUCCESSFUL  SPECIFIC-ABILITY  PREDICTORS?  IT  CORRE- 
LATED MORE  HIGHLY  WITH  THE  MORE  GENERAL  BMPT  (.79)  THAN  WITH  THE  MORE  JOB- 
SPECIFIC  Rifle  Squad  Leader  Test  (.67)  as  would  be  expected.  These  two 

SPECIFIC-ABILITY  MEASURES  I NTERCORRELATED  .41,  INDICATING  THAT  TO  SOME 
EXTENT  THE  TWO  TESTS  WERE  MEASURING  DIFFERENT  ABILITIES.  WHEN  THE  APTITUDE 

Area  I score  was  partialled  out,  the  correlation  coefficient  between  the 
Rifle  Squad  Leader  Test  and  the  Leader  Criterion  was  .39. 

fMr  cocffieient  of  .58  between  Rifle  Squad  Leader  Test  scores  and  squad 
leader  performance  scores  was  higher  than  the  equivalent  coefficient  found 
IN  THE  PREVIOUS  STUDY  (.38).  THE  IMPROVEMENT  CAN  BE  TRACED  TO  REFINEMENT 
of  the  Rifle  Squad  Leader  Test  and  to  the  more  comprehensive  criterion  used 
IN  THIS  STUDY.  IT  WILL  ALSO  BE  NOTED  THAT  SQUAD  LEADER  SCORES  ON  THIS  TEST 
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PREDICTED  BOTH  SQUAD  PERFORMANCE  (.49)  AND  SQUAD  LEADER  Pi'FORMANCE  (.58). 

These  results  ano  the  ease  of  administration,  simplicity,  and  face  validity 
of  the  Rifle  Squad  Leader  Test  suggest  the  use  of  this  test  in  selecting 

SQUAO  LEADERS  AND  EVALUATING  SQUAD  LEADER  PROFICIENCY. 

Although  tactical  aggressiveness  scores  (Variable  4)  failed  to 

CORRELATE  SIGNIFICANTLY  WITH  THE  COMPOSITE  LEADER  CRITERION  SCORES,  FURTHER 
ANALYSIS  SHOWED  THAT  THEY  CORRELATED  .20  WITH  THE  LEADER  SCORES  ON  THE  LIVE 
FIRING  PROBLEM — THE  FIELD  PROBLEM  CALLING  FOR  THE  MOST  ACTIVE  AND  AGGRESSIVE 
LEADERSHIP.  WHILE  IT  IS  BELIEVED  THAT  CERTAIN  BASIC  SKILLS  UNDERLIE  THE 
ABILITY  TO  PERFORM  MOST  DUTIES,  HERE  MAY  BE  A SKILL  OR  ATTRIBUTE  WHICH  IS 
SPECIFIC  TO  SPECIAL  TYPES  OF  SITUATIONAL  REQUIREMENTS. 
b.  Personality  Characteristics. 

Several  of  the  measures  of  leader  personality  characteristics  were 
correlated  SIGNIFICANTLY  WITH  LEAOER  CRITERION  SCORES— VAR  I ABLES  5,  7,  8, 
and  10.  Measures  of  these  cahracter i st i cs  were  also  correlated  signifi- 
cantly WITH  PERFORMANCE  MEASURES  IN  THE  PREVIOUS  STUDY.  THE  RESULTS  OBTAINED 
IN  BOTH  STUDIES  SUPPORT  THE  HYPOTHESIS  THAT  PERSONALITY  CHARACTERISTICS  ARE 
RELATED  TO  LEADER  FIELD  PERFORMANCE. 

2.  Member  Variables 

a.  Abi l i ti es.  Squad  member's  scores  on  Aptitude  Area  I (Variable  13), 
Basic  Military  Proficiency  Test  (Variable  14),  and  Marksmanship  Qualifica- 
tion (Variable  15)  were  significantly  related  to  the  criteria.  These  re- 
sults MAY  BE  ATTRIBUTABLE  TO  THE  FACT  THAT  THE  SQUAD  LEADER'S  SCORES  WERE 
INCLUDED  IN  SQUAD  TOTALS.  HOWEVER,  WHEN  THE  TOTALS  OF  APTITUDE  AREA  I SCORES 
FOR  ALL  SQUAD  MEMBERS  EXCEPT  THE  LEADER  WERE  CORRELATED  WITH  THE  CRITERION, 
THE  CORRELATION  COEFFICIENT  WAS  STILL  SIGNIFICANT  (.19). 
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TABLE  7 


INDIVfDUAL  CHARACTERISTIC  VARIABLES:  MEANS,  STANDARD  DEVIATIONS,  AND  G 


Variable 

Number  MEASURE 

Man  or  Men 
on  Whom 
Taken  1 

Instrument2 

1 tems3 

Mean 

1 

Aptituoe  Area  1 (coded  scores) 

1 

Form  20 

— 

3.4 

2 

Rifle  Squao  Leader  Test 

1 

G (CRT  77) 

(54) 

28.7 

3 

Basic  Military  Proficiency  Test 

1 

C (PRT  2687, 
Form  A) 

(94) 

58.2 

4 

Tactical  aggressiveness 

1 

N (CRT  336) 

4-9 

5.8 

5 

Level  of  Aspiration  for  self 

1 

1 (CRT  328AA) 

55-64 

25.5 

6 

Assumed  similarity 

1 

M (CRT  331) 

(27) 

31 .4 

7 

Peripheral  Nervousness  Scale 
(CRT  337) 

1 

B (CRT  320) 

(21) 

14.3 

8 

Physical  Prowess  Scale  (CRT  339) 

1 

B (CRT  320) 

(52) 

34.9 

9 

Social  Activeness  Scale  (CRT  340) 

1 

B (CRT  320) 

(37) 

27.0 

10 

General  Army  Adjustment  Scale 
(CRT  338) 

1 

B (CRT  320) 

(46) 

29.5 

1 1 

Preference  for  fighting  jobs 

1 

1 (CRT  326AA) 

1-27 

50.8 

12 

Army  Picture  Test 

1 

A (PRT  2606, 
Form  l) 

(180) 

45.8 

13 

Aptitude  Area  1 (cooed  values) 

1-9 

Form  20 

— 

27.9 

14 

Basic  Military  Proficiency  Test 

1-9 

C (PRT  2687 
Form  A) 

(94) 

489.4 

15 

Marksmanship  Qualification  Scores 
(coded  scores) 

1-9 

Form  20 

- - 

22.7 

16 

Physical  Prowess  Scale  (CRT  339) 

1-9 

B (CRT  320) 

(52) 

289.0 

17 

Social  Activeness  Scale  (CRT  340) 

1-9 

B (CRT  320) 

(37) 

224.1 

18 

Peripheral  Nervousness  Scale 
(CRT  337) 

1-9 

B (CRT  320) 

(21) 

119.4 

19 

General  Army  Adjustment  Scale 
(CRT  338) 

1-9 

B (CRT  320) 

(46) 

249.5 

20 

Preference  for  fighting  jobs 

1-9 

H,  1 (CRT  326 
A,  AA) 

1-27 

418.0 

21 

Age  (cooed  values) 

1-9 

Form  20 

-- 

19.1 

22 

Educational  level  (coded  values) 

1-9 

Form  20 

m m 

29.2 

1 These  numbers  correspond  to  T/O  designations;  the  squad  leader  is  the  #1  man. 

2 These  instruments  and  their  scoring  keys  are  reproduced  in  Appendix  II  (Code  letter  i 

3 Numbers  in  parentheses  are  the  number  of  items  in  the  instrument  when  all  items  are  i 

4 Underlined  correlation  coefficients  are  tests  of  hypotheses  developed  in  this  study. 
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TABLE  7 


DEVIATIONS,  AND 

CORRELATION 

COEFFICIENTS  WITH  COMPOSITE  CRITERIA 

CORRELATION4  WITH  COMPOSITE 

CRITERIA 

£Ms3 

Mean 

S ,D , 

LEADER  CRITERION  MEMBER  CRITERION 

SQUAD  CRITERION 

- 

3.4 

.1.3 

.55* 

.48* 

54) 

28.7 

7.4 

.58* 

.49* 

94) 

58.2 

10.9 

.48* 

-9 

5.8 

1 .5 

.03 

-.01 

5-64 

25.5 

5.8 

.23* 

.18* 

27) 

31  .4 

14.9 

.15 

.12 

21) 

14.3 

2.7 

.27* 

.24* 

52) 

34.9 

6.3 

. 1 7* 

37) 

27.0 

4.8 

.15 

46) 

29.5 

3.7 

.32* 

.29* 

-27 

50.8 

16.3 

.05 

.02 

180) 

45.8 

5.3 

.11 

■ - 

27.9 

4.4 

.34* 

94) 

489.4 

41.2 

.37* 

.18* 

— 

22.7 

5.7 

,17*  (live) 

52) 

289.0 

25.2 

.13 

,37) 

224.1 

13.2 

.18* 

'21) 

119.4 

9.2 

.12 

(46) 

249.5 

13.3 

.14 

1-27 

418.0 

57.0 

.05 

.09 

-- 

19.1 

3.0 

.08 

.11 

— 

29.2 

3.4 

.24* 

.19* 

HE  #1 

MAN. 

♦Significant  at  the  5#  level, 

II  (c 

ODE  LETTER 

used  in  Appendix  is  used  here). 

EN  ALL 

ITEMS  ARE 

used  . 

ED  1 N 

THIS  STUDY 

• 

PSYCHOLOGICAL  RESEARCH  ASSOCIATE'. 


The  fact  that  measures  of  member  abilities  did  not  contribute  m 
to  prediction  of  problem  scores  shows  again  that  MERELY  AVERAGING  the  score 
OF  EIGHT  MEN  DOES  NOT  MAKE  FOR  EFFECTIVE  PREDICTION.  HOWEVER,  ONE  SALIENT 
WAS  NOTED  BY  OBSERVERS  DURING  THE  FIELD  TESTS:  SQUADS  DID  NOT  EFFECTIVELY 

UTILIZE  THE  INTELLIGENCE  THEY  HAD.  IN  COMPARATIVELY  FEW  OF  THE  SQUADS 
DID  THE  MEMBERS  HELP  THE  LEADER  PLAN  THE  MISSIONS  AND  MAKE  DECISIONS.  In 
VERY  FEW  INSTANCES  DID  THE  LEADER  CALL  ON  THE  MEN  FOR  ASSISTANCE.  IN  GENEF.  ~ 
AL,  THE  MEN  SAT  AND  WAITED  TO  BE  TOLD  WHAT  TO  DOJ  '1  1 F Y MERELY  PERFORMED  THEIR 
DUTIES  AS  RIFLEMEN. 

8.  Personality  Characteristics.  The  correlation  coefficient  between 
Social  Activeness  {Variable  17)  and  the  criterion  was  significant.  Mea- 
sures OF  THIS  VARIABLE  CORRELATED  SIGNIFICANTLY  WITH  PERFORMANCE  IN  THE 

PREVIOUS  STUDY. 

c.  Biographical  Characteristics.  Mean  educational  level  (Variable  22) 

OF  SQUAD  MEMBERS  WAS  SIGNIFICANTLY  CORRELATED  (.24)  WITH  MEMBER  CRITERION 

scores.  However,  when  Aptitude  Area  I scores  were  partialled  out,  this 

COEFFICIENT  WAS  NO  LONGER  SIGNIFICANT. 

3.  Multiple  Correlation 

Since  the  individual  characteristic  variables  (obtainable  before  men 

ARE  ASSIGNED  TO  SQUADS)  COULD  BE  OF  USE  IN  SELECTION  AND  ASSIGNMENT,  THEIR 
PREDICTIVE  EFFICIENCY  IN  TERMS  OF  MULTIPLE  CORRELATION  WAS  CONSIDERED.  THE 
FOLLOWING  PROCEDURE  WAS  USED.  SQUAD  LEADER  VARIABLES  ( 1—12)  WERE  SEPARATE,. 
FROM  VARIABLES  OBTAINED  BY  ADDING  SCORES  OF  ALL  NINE  SQUAD  MEMBERS  ( I 3-22 ) ' 

This  was  done  in  order  to  assess  separately  the  contributions  of  the  le/  ' 

1 Variable  15  (Marksmanship  qualification  scores)  was  omitted  since  the 
Composite  Squad  Score  is  not  an  appropriate  criterion  for  it.  Age  am 
Education  (Variables  21  and  22)  were  also  omitted. 
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AND  THE  MEMBER  VARIABLES  TO  SQUAD  CRITERION  SCORES.  CORRELATION  COEFFICIENTS 


BETWEEN  EACH  OF  THE  VARIABLES  AND  THE  SQUAD  CRITERION  WERE  COMPUTED,  USING 
HALF  OF  ThE  TOTAL  SAMPLE  (THE  ODD-NUMBERED  56  SQUADS). 

None  of  the  squad  member  variables  (13-20)  produced  validity  coeffi- 
cients GREATER  THAN  .18;  SO  NO  FURTHER  ATTEMPT  WAS  MADE  TO  OBTAFN  A MULTI- 
PLE R BASED  UPON  SQUAD  MEMBER  VARIABLES.  j 

The  Dwyer  Square  Root  Test  Selection  technique  was  used  to  obtain  a 

MULTIPLE  R BETWEEN  THE  SQUAD  LEADER  VARIABLES  AND  THE  COMPOSITE  SQUAD  CRI- 
TERION FOR  THE  ODD-NUMBERED  56  SQUADS.1  THE  INTERCORRELATIONS,  CORRELATIONS 

2 

WITH  COMPOSITE  SQUAD  CRITERION,  AND  BETA  WEIGHTS  FOR  THE  SQUAD  LEADER  VARIA- 
BLES ARE  PRESENTED  IN  TABLE  8. 

The  MULTIPLE  R OBTAINED  FROM  THE  ODD-NUMBERED  SQUADS  WAS  .54.  USING 
THE  REGRESSION  EQUATION  BASED  UPON  THE  BETA  WEIGHTS  OF  THE  ODD-NUMBERED  56 

squads,  (Aptitude  Area  I,  Basic  Military  Proficiency  Test,  Peripheral  Ner- 
vousness) THE  CRITERION  SCORES  OF  THE  56  EVEN-NUMBERED  SQUADS  WERE  PREDICTED. 
These  predicted  scores  were  then  correlated  with  the  actual  criterion  scores. 
The  resulting  cross-validity  coefficient  was  .47,  indicating  that  substantial 

AND  STABLE  PREDICTION  OF  CRITERION  SCORES  CAN  BE  MADE. 


1 Excluded  from  the  matrix  are  Variables  4 and  II,  which  correlated  less 

THAN  .10  WITH  THE  CRITERION  IN  BOTH  ODD  AND  EVEN  SAMPLES. 

2 Only  those  variables  correlating  .10  or  higher  with  the  criterion  were 

USED  IN  THE  TEST  SELECTION  TECHNIQUE. 
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PSYCHOLOGICAL  RESEARCH  ASSOCIATES 


TABLE  8 

CORRELATION  ANALYSIS  OF  INDIVIDUAL  CHARACTERISTICS  OF  SQUAD  LEADERS* 


VARIABLE 

NUMBER 

2 

3 

INTERCORRELATIONS 

5 6 7 8 

9 

10 

12 

Correlat 1 ON 

Wl  TH 

CR 1 TER  1 ON 

BETA 

WE  1 GHTS 

1** 

.70 

.60 

.23  -.07 

.36 

-.04 

.26 

.39 

.17 

.52 

.413 

2** 

.72 

.33  -.19 

.26 

.10 

.23 

.47 

.1  1 

.35 

3** 

.31  .09 

.48 

.27 

.36 

.52 

.17 

.41 

.106 

5 

.14 

.20 

.24 

.23 

.27 

.23 

-.03 

6 

.23 

.08 

.13 

.05 

.17 

-.12 

7** 

.37 

.47 

.42 

.16 

.32 

.116 

8 

.42 

.25 

.33 

.00 

9 

.35 

.36 

.08 

10** 

.04 

.24 

12 

- .03 

* Based 

on  56 

ODD- 

numbered  squads 

**  Variable:  used  in  Dwyer  Square  Root  Test  Selection  method 
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INTERPERSONAL  RELATIONSHIPS  WITHIN  THE  SQUAD  (Table  9) 


I . Leader-Member  Relationships 

The  assumed  similarity  measure  (Variable  25)  was  used  as  a personality 
MEASURE  OF  THE  SQUAD  LEADER.  In  36  OF  THE  112  SQUADS,  THE  SQUAD  LEADER 
RECEIVED  MORE  POSITIVE  NOMINATIONS  ON  THE  SOCIOMETRIC  INSTRUMENT  THAN  ANY 
OTHER  SQUAD  MEMBER.  WHEN  A COEFFICIENT  WAS  COMPUTED  FOR  JUST  THESE  36  SQUAD 
LEADERS,  IT  WAS  .33,  WHICH  IS  SIGNIFICANT  AT  THE  5$. LEVEL. 

KNOWLEDGEABI L I TY  OF  THE  LEADER  (VARIABLES  26-29)  WAS  SIGNIFICANTLY  COR- 
RELATED WITH  THE  SQUAD  CRITERION  SCORES.  THESE  RESULTS  INDICATE  THE  IMPOR- 
TANCE OF  THE  SQUAD  LEADER  KNOWING  THE  SOCIAL  STRUCTURE  OF  HIS  SQUAD  AND  THE 
CAPABILITIES  AND  PREFERENCES  OF  HIS  MEN.  SINCE  SIGNIFICANT  RESULTS  IN  THIS 
AREA  WERE  ALSO  FOUND  PREVIOUSLY  (9,  2 1 , 54),  THE  HYPOTHESIS  IS  TENABLE  THAT 
SQUAD  LEADERS  WHO  ARE  MORE  ACCURATE  IN  ESTIMATING  THE  RESPONSES  OF  THEIR 
MEN  ARE  MORE  EFFECTIVE  FIELD  LEADERS. 

|N  AREA  OF  SQUAD  MEMBERS1  PERCEPTIONS  OF  THE  SQUAD  LEADER,  SQUAD  LEADER 
ROLE  DISCREPANCY  SCORES  (VARIABLE  30)  WERE  CONSISTENTLY  CORRELATED  WITH 
CRITERION  SCORES.  THE  RESULTS  SUGGEST  THAT  IT  MAY  BE  IMPORTANT  FOR  SQUAD 
LEADERS  TO  FULFILL  THE  EXPECTATIONS  OF  THEIR  MEN  IN  PLAYING  THEIR  ROLES 
AS  LEADERS. 

TWO  OF  THE  THREE  SCORES  DERIVED  FROM  THE  HYPOTHETICAL  SQUAD  NOMINATIONS 
(VARIABLE337  AND  38)  WERE  SIGNIFICANTLY  CORRELATED  WITH  CRITERION  SCORES,, 

All  three  scores  correlated  significantly  in  the  previous  study. 

Measures  of  the  accuracy  of  estimating  teammates'  responses  (Variables 

41-43)  FOR  SQUAD  MEMBERS  PROVED  MORE  EFFECTIVE  IN  PREDICTING  SQUAD  CRITERION 
SCORES  THAN  DID  THESE  SAME  MEASURES  (VARIABLES  26-29)  FOR  THE  SQUAD  LEADER. 

When  the  most  comprehensive  knowledgeabi lity  score  (Variable  41)  was  corre- 
lated WITH  THE  MOST  COMPREHENSIVE  CRITERION  SCORE.  (THE  SQUAD  CRITERION 
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INTERPERSONAL  RELATIONSHIPS  VARIABLES:  MEANS,  STANDARD  DEVIATIONS,  AND  CORRELATION  COEFFICIENTS  WITH  COMPOSITE  CRITERIA 
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PSYCHOLOGICAL  RESEARCH  ASSOCIATES 


Score"),  the  coefficient  was  .37.  There  was  some  indication  that  knowledge  of 

SQUAD  MEMBERS*  INDIVIDUAL  CHARACTERISTICS  IS  RELATIVELY  MORE  IMPORTANT  FOR  THE 
LEADER,  AND  KNOWLEDGE  OF  THE  SQUAD^S  SOCIAL  STRUCTURE  IS  MORE  IMPORTANT  FOR 
THE  MEMBERS.  THESE  RESULTS  ARE  IN  LINE  WITH  S.L.A.  MARSHALL  ’ f.  (16)  CONTENT  I ON 
THAT  COMMUNICATION  AMONG  UNIT  MEMBERS  IS  OF  UTMOST  IMPORTANCE.  THE  BETTER 
SQUAD  MEMBERS  KNOW  EACH  OTHER,  THE  MORE  EFFECTIVELY  THEY  CAN  COMMUNICATE. 

D.  GROUP -PER iVED  MOTIVATIONS  TOWARD  ARMY-DEFINED  GOALS  (Table  10) 

• * Leader  Var i ables 

None  of  the  measures  (Variables  46-50)  designed  to  tap  group- 
derived  sources  of  squad  leader  motivation  were  significantly  correlated 

WITH  CRITERION  SCORES. 

2.  Member  Variables 

Members  who  regarded  their  squad  as  a reference  group  (Variable  51 ) 

TENDED  TO  PERFORM  BETTER  ON  THE  CRITERION  THAN  DID  SQUADS  WHOSE  MEMBERS  DID 
NOT  ORIENT  THEIR  BEHAVIOR  WITH  REFERENCE  TO  SQUAD  ATT  i TUDE'ii  AND  GOALS. 

TWO  OTHER  MEASURES  OF  GROUP-GOAL  ORIENTATION  WERE  SIGNIFICANTLY  CORRELATED 
WITH  SQUAD  CRITERION  SCORES 2 PRODUCT  OF  RANK  AND  PREFERANCE  RATING  OF  FIELD 
PROBLEM  CARTOON  FOR  SELF  (VARIABLE  56)  AND  SELF-SQUAD  DISCREPANCY  IN  CARTOON 

ranking  (Variable  57). 

E.  SUMMARY 

Several  correlations  were  found  between  predictor  and  criterion  ^coress 
Squad  leader  abilities,  both  general  and  specific,  correlated  signifi- 
cantly WITH  FIELD  PERFORMANCE.  SOME  MEASURES  OF  SQUAD  LEADER  MOTIVATION 
AND  PERSONALITY  CHARACTERISTICS  ALSO  SUCCESSFULLY  PREDICTED  SQUAD  LEADER 
FIELD  PERFORMANCE,  WHILE  SIMILAR  MEASURES  OF  SQUAD  MEMBER  PERSONALITY 
CHARACTERISTICS  FAILED,  WITH  ONE  EXCEPTION  (SOCIAL  ACTIVENESS),  TO  CORRELATE 
SIGNIFICANTLY  WITH  CRITERION  SCORES. 


67 


-A  MULTIPLE  R WAS  COMPUTED  FOR  56  OF  THE  SQUADS  BETWEEN  SELECTED  SQUAD 


LEADER  PREDICTOR  MEASURES  ( A VA I L ABLE  BEFORE  MEN  ARE  ASSIGNED  TO  SQUADS) 

.*7 

AND  THE  SQUAD  CRITERION  SCORES.  THE  R WAS  J&Q  WHEN  CROSS— VALIDATED  ON  THE 
OTHER  56  SQUADS. 

KNOWLEDGEABILITY  SCORES  FOR  THE  LEADERS,  AND  ESPEC I ALLY  FOR  SQUAD 
MEMBERS  WERE  S I GN I F I CANTLY  CORRELATED  WITH  SQUAD  EFFECTIVENESS.  So  ALSO 
WERE  SQUAD  MEMBERS*  JUDGMENTS  OF  DISCREPANCIES  IN  SQUAD  LEADERS*  ROLE. 

In  the  area  of  Group-Derived  Motivations  Toward  Army-Defined  Goals, 

A FEW  MEASURES  WERE  S I GN I F I CANTLY , CORRELATED  WITH  FIELD  PROBLEM  SCORES: 
REFERENCE  GROUP  MEASURES  FOR  SQUAD  MEMBERS  ANDA  PATTERN  OF  GROUP-GOAL 
ORIENTATION  MEASURES  FOR  SQUAD  MEMBERS. 
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CHAPTER  VI 

SUMMARY  AND  CONCLUSIONS 

This  chapter  summarizes  the  results  of  the  administration  of  the 

THREE  CRITERION  FIELD  PROBLEMS  AND  THE  EVALUATION  OF  INSTRUMENTS  FOR 
MEASURING  FACTORS  RELATED  TO  SMALL  UNIT  EFFECTIVENESS.  SUGGESTIONS  ARE 
MADE  AS  TO  HOW  THE  CRITERION  INSTRUMENTS  DEVELOPED  IN  THIS  STUDY  MIGHT 
BE  USED  BY  OPERATIONAL  UNITS. 

A.  THE  CRITERIA  AND  THEIR  USES 

1 . Development  of  Criteria 

In  ADDITION  TO  THE  DAYLIGHT  BLANK  FIRING  FIELD  PROBLEM  DEVELOPED 
IN  A PREVIOUS  STUDY,  A DAYLIGHT  LIVE  FIRING  PROBLEM  AND  A NIGHT  BLANK 
FIRING  PROBLEM  WERE  DEVELOPED  FOR  THE  RIFLE  SQUAD.  THESE  PROBLEMS  WERE 
DESIGNED  TO  BE  VALID,  RELIABLE,  AND  PRACTICAL  FOR  OPERATIONAL  AS  WELL  AS 
FOR  RESEARCH  USE.  ARMY  PUBLICATIONS  AND  ACCOUNTS  OF  COMBAT  ACTIONS  WERE 
REVIEWED  AND  THE  PROBLEMS  WERE  DEVELOPED  COOPERATIVELY  WITH  MILITARY 
EXPERTS  AT  THE  INFANTRY  SCHOOL  TO  MAKE  SURE  THE  PROBLEMS  DTD  INCLUDE 
DUTIES  CRITICAL  TO  COMBAT.  PROBLEM  MANUALS  WERE  PREPARED  AND  USED  IN 
ADMINISTERING  THE  PROBLEMS. 

Inter-umpire  agreement  on  the  three  problems  was  sufficient  to  indi- 
cate THAT  THE  PROBLEMS  HAD  HIGH  SCORING  RELIABILITY  AND  THAT  THEY  PROVIDE 
OBJECTIVE  MEASURES  OF  PERFORMANCE.  NONCOMMISSIONED  OFFICERS  TRAINED  BY 
THE  RESEARCH  TEAM  ADMINISTERED  THE  PROBLEMS  WITH  NO  SPECIAL  DIFFICULTY. 
The  PROBLEMS  DO  NOT  MAKE  EXCESSIVE  DEMANDS  ON  AVAILABLE  MANPOWER  AND 
MATERIAL.  THUS,  THEY  ARE  PRACTICAL  FOR  OPERATIONAL  USE. 

2.  Missions  Included  in  Criteria 

Each  field  problem  is  intended  to  provide  an  accurate  measure  of  the 
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LEVEL  OF  EFFECTIVENESS  OF  UNIT  PERFORMANCE  IN  THE  THREE  BASIC  TYPES  OF 


SQUAD  ACTIVITY;  ATTACK,  DEFENSE,  AND  RECONNAISSANCE.  EACH  PROBLEM  CALLS 
FOR  AND  MEASURES  PERFORMANCE  OF  CRITICAL  DUTIES  SUCH  AS  PREPARATIONS  FOR 
MISSIONS,  CONTROL,  ADEQUACY. OF  SQUAD  FIRE,  ADEQUACY  OF  OBSERVATION,  USE 
OF  COVER  AND  CONCEALMENT,  ABILITY  TO  MAINTAIN  ORIENTATION  ON  THE  GROUND, 
AND  SO  ON.  NCO  UMPIRES,  AFTER  BEING  TRAINED  IN  THE  ADMINISTRATION  OF  THE 
PROBLEM,  ADMINISTER  THE  TESTS.  THEY  GIVE  TACTICAL  ORDERS,  ACT  AS 
SAFETY  OFFI CERS, AND  RECORD  PERFORMANCE  ON  THE  RATING  FORMS. 

The  daylight  blank  firing  problem  consists  of  four  phases:  -squad 

IN  ATTACK,  SQUAD  IN  DEFENSE,  SQUAD  AS  POINT  OF  AN  ADVANCE  GUARD,  AND 
SQUAD  AS  A RECONNAISSANCE  PATROL.  THE  DAYLIGHT  LIVE  FIRING  PROBLEM 
CONSISTS  OF  ATTACK,  DEFENSE,  AND  FLANK  GUARD  PHASES.  IT  PLACES  EMPHASIS 
UPON  MEASUREMENT  OF  SUCH  CHARACTERISTICS  OF  SQUAD  FIRE  AS  ACCURACY  AND 
DISTRIBUTION,  AS  WELL  AS  FIRE  CONTROL  BY  THE  SQUAD  LEADER.  HITS  ON 
TARGETS  CONTRIBUTE  LARGELY  TO  THE  SQUAD'S  SCORE.  THE  NIGHT  PROBLEM 
COMBINES  ATTACK,  DEFENSE,  AND  RECONNA I SS ANCE  DUT I ES  INTO  A COMBAT  PATROL 

mission.  Taken  together,  these  three  problems  provide  a relatively 
COMPREHENSIVE  TEST  OF  ABOUT  20-HOURS  DURATION.  A HIGH  SCORE  ON  THE 
PROBLEMS  INDICATES  THAT  THE  SQUAD  CAN  EFFICIENTLY  PERFORM  THOSE  DUTIES 
CRITICAL  IN  COMBAT  SITUATIONS. 

3.  Procedures  for  Criterion  Development 

The  methods  for  field  test  construction  developed  in  prior  research 
AND  REPORTED  IN  PRB  REPORT  980  WERE  USED  SUCCESSFULLY  I N TH I S STUDY  TO 
DEVELOP  THE  DAYLIGHT  LIVE  FIRING  AND  NIGHT  PROBLEMS.  THE  STATEMENT  OF 
METHODS  IS  RECOMMENDED  TO  ARMY  AND  RESEARCH  PERSONNEL  RESPONSIBLE  FOR  THE 
DEVELOPMENT  OF  PERFORMANCE  TESTS. 
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4.  Uses  of  the  Criteria 

The  field  problems  were  developed  to  provide  the  Ar--y  with  a com- 
prehensive SET  OF  CRITERIA  OF  RIFLE  SQUAD  EFFECT  I VENE1  . THEY  CAN  BE 
USED  FOR  RESEARCH  PURPOSES  OR  BY  OPERATIONAL  UNITS  IN  THE  FOLLOWING 

ways: 

a.  The  problems  can  be  used  BY  HIGHER  commanders  to  establish 

NORMS  OF  COMBAT  READINESS  FOR  RIFLE  SQUADS  DRAWN  FROM  DIFFERENT  DIVISIONS 

or  regiments.  Thus,  the  problems  can  provide  commanders  comparable 

MEASURES  OF  THE  OPERATIONAL  READINESS  OF  SMALL  UNITS  WITHIN  THEIR  COMMANDS. 

B.  THE  PROBLEMS  CAN  BE  USED  ON  AN  ARMY-WIDE  BASIS  TO  PROVIDE  SPECI- 
FIC GOALS  OF  PERFORMANCE  EFFECTIVENESS.  SQUADS  THAT  ACHIEVE  A HIGH  SCORE 
CAN  BE  REWARDED  FOR  THEIR  GOOD  PERFORMANCE. 

C.  The  PROBLEMS  CAN  BE  USED  FOR  SELECTION  AT  THE  COMPANY  OR  PLATOON 

level.  Field  observations  and  problem  scores  can  indicate  which  squad 

LEADERS  HAVE  COMMAND  PRESENCE,  WHICH  LEADERS  KNOW  SQUAD  TACTICS,  AND  WHICH 

do  not.  Thus,  the  problems  can  be  used  to  evaluate  men  fob  the  job  of 

SQUAD  LEADER.  THEY  CAN  ALSO  BE  USED  TO  IDENTIFY  PARTICULARLY  EFFECTIVE 
SQUAD  LEADERS  WHO  CAN  BE  PROMOTED  TO  POSITIONS  OF  GREATER  RESPONSIBILITY. 

D.  AS  A BY-PRODUCT  THE  PROBLEMS  CAN  BE  USED  TO  TRAIN  RIFLE  SQUADS 
AND  RIFLE  SQUAD  LEADERS.  OBSERVATIONS  AND  INFORMAL  INTERVIEWS  WITH  MEN 
BEING  TESTED  ON  THE  FIELD  PROBLEMS  CONFIRMED  THEIR  TRAINING  VALUE.  FOR 
EXAMPLE,  THE  LIVE  FIRING  PROBLEM  PROVIDED  MOST  OF  THE  MEN  (WHO  HAD  BEEN 
THROUGH  SEVERAL  TRAINING  CYCLES)  WITH  THEIR  FIRST  OPPORTUNITY  TO  MOVE  IN 
A DIAMOND  OR  COLUMN  FORMATION  AND  TO  MA NEUVER i FROM  THESE  FORMATIONS 
INTO  A SKIRMISH  LINE  AND  SELECT  FIRING  POSITION  WHILE  CARRYING  LOADED 
WEAPONS. 

e.  Umpire's  checks  on  the  rating  forms  can  provide  an  objective  and 

THOROUGH  ACCOUNT  OF  TRAINING  DEFICIENCIES.  CRITIQUES  FOR  EITHER  A 
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S INGLE  SQUAD  OR  A NUMBER  OF  SQUADS  FROM  A COMPANY  OR  BATTALION  CAN  BE  PRE- 
PARED FROM  THE  RATING  FORMS. 

F.  THE  PROBLEMS  PROVIDE  VALUABLE  TRAINING  FOR  UMPIRES.  BY  LEARNING 
TO  DISCRIMINATE  BETWEEN  EFFECTIVE  AND  INEFFECTIVE  PERFORMANCE,  AND  ASSUM- 
ING RESPONSIBILITY  FOR  THE  CONDUCT  OF  A PROBLEM,  UMPIRES  INCREASE  THEIR 
KNOWLEDGE  OF  SMALL  UNIT  TACTICS  AND  GAIN  COMMAND  PRESENCE.  HENCE  THEY 
BECOME  MORE  EFFECTIVE  SMALL  UNIT  LEADERS. 

G.  The  PROBLEMS  CAN  BE  USED  AS  CRITERION  MEASURES  FOR  VALIDATING 
SELECTION  AND  CLASSIFICATION  INSTRUMENTS.  BECAUSE  OF  THEIR  COVERAGE  OF 
CRITICAL  DUTIES  AND  STANDARDIZATION,  THESE  PROBLEMS  ARE  ESPECIALLY  SUIT- 
ABLE AS  RESEARCH  CRITERIA. 

IT  IS  EMPHASIZED  THAT  THE  ABOVE  BENEFITS  ARE  POSSIBLE  ONLY  IF  THE 
PROBLEMS  ARE  ORGANIZED  ACCORDING  TO  INSTRUCTIONS  AND  PROPERLY  UMPIRED. 

B.  THE  PREDICTORS  AND  THEIR  USES 

I . Evaluation  of  the  Predictors 

There  were  three  types  of  predictor  variable  used  in  this  study: 
individual  characteristics,  measures  of  interpersonal  relationships,  and 
measures  of  group  derived  motivations  toward  Army-defined  goals.  The 

FIRST  TYPE  MAY  BE  USED  TO  SELECT  MEN  FOR  AND  ASSIGNMENT  TO  SQUADS.  THE 
FOLLOWING  PREDICTORS  OF  THE  FIRST  TYPE  CORRELATED  SIGNIFICANTLY  WITH 
CRITERION  SCORES.  EACH  VARIABLE  IS  NUMBERED  TO  CORRESPOND  WITH  THE 

number  in  Table  6 , page  35. 

Squad  Leader  Variables 

( 1 ) Aptitude  Area  I 

(2)  Rifle  Squad  Leader  Test 

(3)  Basic  Military  Proficiency  Test 
(5)  Level  of  Aspiration  for  Self 
(7)  Peripheral  Nervousness 

(10)  General  Army  Adjustment 


I 


$ 


* n 


i 


74 


PSYCHOLOGICAL  RESEARCH  ASSOCIATES 


t 

i 

i 


I 

f 


1 

f 


i 


l 

l 

! 


I 


, ! 

i 

| 

i 

t 

[ | 

i ! 


Squad  Member  Variables 

( 13)  Aptitude  Area  I 

A MULTIPLE  CORRELATION  COEFFICIENT,  USING  THE  DWYER  SQUARE  ROOT  TEST 

Selection  technique,  was  computed,  using  the  squad  leader  variables  listed 

ABOVE,  ON  HALF  THE  SQUADS.  THE  MULTIPLE  R OBTAINED  WAS  .54,  AND  THE  CROSS- 
VALIDATING COEFFICIENT  (ON  THE  OTHER  HALF  OF  THE  SQUADS)  WAS  .47.  THE  VARI- 
ABLES CONTRIBUTING  TO  THE  MULTIPLE  R WERE  APTITUDE  AREA  I,  BASIC  MILITARY 

Proficiency  Test,  and  a measure  of  emotional  stability  (Peripheral  Nervousness). 
2.  Operational  Use  of  Predictors 

OF  THE  THREE  VARIABLES  WHICH  CONTRIBUTED  TO  THE  MULTIPLE  R,  THE  APTI- 
TUDE Area  I score,  with  the  highest  beta  weight,  is  derived  from  the 
Army  Classification  battery  administered  to  all  men  at  reception  stations. 

The  Basic  Military  Proficiency  Test  (PRT  2620)  is  currently  available  for 
operational  use,  and  items  similar  to  those  of  the  Peripheral  Nervousness 
Scale  are  included  in  test  batteries  given  for  Officer  Candidate  selection 

AND  HAVE  BEEN  USED  TO  SELECT  MEN  FOR  LEADERSHIP  SCHOOLS.  THESE  MEASURES 
ON  SQUAD  LEADERS  ARE  QUITE  EFFECTIVE  IN  PREDICTING  FIELD  PERFORMANCE  OF 
RIFLE  SQUADS. 


-75- 


PSYCHOLOGICAL  RESEARCH  ASSOCIATES 


REFERENCES 


1.  American  Institute  for  Research.  The  job  of  a combat  infantryman. 

Baltimore:  Operations  Research  Office,  1954  (Report  T-250,  performed 
under  Contract  No.  54-266-14) 

2.  Cattell,  R.  B.  New  Concepts  for  measuring  leadership  in  terms  of  group 

syntality.  Hum.  Relat. , 1951,  4,  161-184. 

3.  Chowdhry,  K.,  & Newcomb,  T.  M.  The  relative  abilities  of  leaders  and 

NON-LEADERS  TO  ESTIMATE  OPINIONS  OF  THEIR  OWN  GROUPS.  J.  ABNORM. 

soc.  Psychol.,  1952,  £7,  51-57.  ~ ' 

4.  Fiedler,  F.  E.  Assumed  similarity  measures  as  predictors  of  team  effec- 

T I VENESS  1 N SURVEY  I NG.  URBANA,  ILLINOIS!  BUREAU  OF  RESEARCH  AND 

Service,  Univ.  of  Illinois,  1953.  (Mimeo.)  (Tech.  Rep.  No.  6, 

Contract  No.  N6or i -07 135. ) 

5.  Fiedler,  F.  E.  Assumed  similarity  measures  as  predictors  of  team  effec- 

tiveness. J.  abnorm.  soc.  Psychol.,  1954,  49,  381-388. 

6.  Fiedler,  F.  E.  The  influence  of  leader-keyman  relations  on  combat  crew 

EFFECTI VENESS.  URBANA,  ILLINOIS:  BUREAU  OF  RESEARCH  AND  SERVICE, 

Univer.  of  Illinois,  1954.  (Mimeo.)  (Tech.  Rep.  No.  9,  Contract 
N6or i -07 135. ) 

7.  Fiedler,  F.  E.,  Hartmann,  W.,  & Rudin,  S.  A.  Interpersonal  perception 

IN  THE  PREDICTION  OF  EFFECTIVENESS  OF  BASKETBALL  TEAMS.  URBANA, 

Illinois:  Bureau  of  Research  and  Service,  Univer.  of  Illinois,  1952. 
(Mimeo.)  (Tech.  Rep.  No.  3,  Contract  No.  N6or i -07 135. ) 

8.  Greer,  F.  L.  Small  group  effectiveness.  Unpublished  doctor's  disser- 

tation, Harvard  University,  1954. 

9.  Greer,  F.  L.,  Galanter,  E.  H.,  &.  Nordlie,  P.  G.  Interpersonal  knowledge 

and  individual  and  group  effectiveness.  J.  abnorm.  soc.  Psychol., 

1954,  49,  411-414. 

10.  Hites,  R.  W.,  &.  Campbell,  D.  T.  A test  of  the  ability  of  fraternity 

leaders  to  estimate  group  opinion,  ij.  soc . Psychol.,  1950,  32,  95-100. 

11.  Hyman,  H.  H.  The  psychology  of  status.  Arch.  Psychol., - 1942,  No.  269. 

12.  Jenkins,  J.  G.  Nominating  .technique  as  a method  of  evaluating  air 

group  morale.  J.  Av i at i on  Med i c i ne,  19,  12-19. 

13.  Lewin,  K.,  Dembo,  T.,  Festinger,  L.,  & Sears,  P.  Level  of  aspiration. 

In  Hunt,  J.  Me  V.  (Ed.),  Personality  and  the  behavior  disorders'. 

Vol.  I.  New  York:  Ronald^  1 944. 


-77- 


14.  Marshall,  S.L.A.  Island  victory.  Washington;  Infantry  Journal  Press, 

1944.  ~ 

15.  Marshall,  S.  L.  A,  Bastogne.  Washington;  Infantry  Journal  Press,  1947. 

16.  Marshall,  S.L.A.  Men  against  fire.  Washington:  Infantry  Journal 

Press,  1 947. 

17.  Meloy,  Maj.  Gen.  G.  S.  Letter  to  Chief,  Army  Field  Forces,  21  May  1952. 

18.  Merton,  R.  K.,  & Kitt,  Alice. Reference  group  theory  in  "The  American 

Soldier."  In  R.  K.  Merton  & P.  F.  Lazarsfeld  (Eds.),  Continuities  in 
social  research;  studies  in  the  scope  and  method  of  "The  American 
Soldi er. 71  Glencoe,  III.:  Free  Press,  1950. 

19.  Newcomb,  T.  M.  Personality  and  social  change.  New  York:  Dryden  Press, 

1943. 

20.  Newcomb,  T.  M.  Social  psychology.  New  York:  Dryden  Press,  1950. 

21.  Nordlie,  P.  G.  Performance  of  small  military  groups  as  a function 

OF  INTRA-GROUP  KNOWLEDGE.  UNPUBLISHED  MASTER'S  THESIS,  UnIVER.  OF 

Maryland,  1954. 

22.  Roswell,  R.  L.  The  procurement  and  training  of  ground  combat  troops. 

Washington:  Historical  Division,  Department  of  the  Army,  1948. 

23.  Sherif,  M.  An  outline  of  social  psychology.  New  York:  Harper,  1948. 

24.  The  concept  of  reference  groups  in  human  relations.  In  Sherif,  M.  &. 

Wilson,  M.  0.  (Eds.),  Group  relations  at  the  crossroads.  New  York; 
Harper,  1953. 

25.  Stguffer,  S.  A.  et.  al.  Studies  in  social  psychology  in  World  War  II. 

Princeton:  Princeton  University  Press,  1 94$.  4 vols. 


Reports  of  the  Personnel  Research  Branch,  Personnel  Research  and  Procedures 
Division,  The  Adjutant  General *s  Office,  Department  of  the  Army. 

26.  PRB  Report  808.  Development  of  Aptitude  Areas  for  classification  of 
enlisted  personnel  in  the  Army.  October  1949. 


on 


ODD 


PSYCHOLOGICAL  RESEARCH  ASSOCIATES 


PRB  Report  912.  Research  on  the  development  of  valid  situational  tests 
of  leadership.  | . Survey  of  the  literature.  October  1951. 

PRB  Report  916.  Research  on  the  effectiveness  of  small  military  units. 
April  1951. 

PRB  Report  9 1 8 . The  identification  of  obervable  factors  related  to 
success  in  combat  or  simulated  combat.  December  1951. 

PRB  Report  923.  Unit  effectiveness  tests.  January  1952. 

PRB  Report  930.  Development  of  an  objective  form  of  the  Leaders" 

Reaction  Test.  April  1952. 

PRB  Report  932.  Pilot  study  on  the  amount  of  forgetting  of  basic 
military  subject  matter  after  basic  training.  April  1952. 

PRB  Report  938.  Measures  of  combat  performance  in  Korea.  I.  Criterion 
measures  for  enlisted  men.  April  1952. 

PRB  Report  939.  Validation  of  personnel  measures  against  combat 

PERFORMANCE  OF  ENLISTED  MEN  IN  KOREA.  I.  BASIC  MILITARY  SUBJECTS 

Test.  April  1952. 

PRB  Report  941.  Validation  of  personnel  measures  against  combat  per- 
formance OF  ENLISTED  MEN  IN  KOREA.  MIA.  PHYSICAL  PROFICIENCY 
tests.  April  1952. 

PRB  Report  942.  Validation  of  personnel  measures  against  combat 

PERFORMANCE  OF  ENLISTED  MEN  IN  KOREA.  II|B.  VISION  TESTS. 

Afril  1952. 

PRB  Report  945.  Validation  of  experimental  selection  instruments  for 
Arctic  service.  April  1952. 

PRB  Report  948.  Validation  of  personnel  measures  against  combat  per- 
formance of  enlisted  men  in  Korea.  IV.  Experimental  aptitude  tests. 
May  1952. 

PRB  Report  949.  A survey  of  opinions  of  officers  and  senior  noncom- 
missioned officers  in  Korea.  I.  Methods  of  selecting  noncommissioned 
officers  in  the  combat  area.  April  1952. 

PRB  Report  954.  Strengths  and  deficiencies  of  precombat  training  as 
reported  by  infantrymen  in  Korea.  January  1952. 

PRB  Report  955.  Characteristics  of  good- and  poor  combat  performance 
as  reported  by  infantrymen  in  Korea.  January  1952. 

PRB  Report  956.  Measures  of  combat  performance  in  Korea.  It.  Criterion 
measures  for  officers  and  squad  leaders.  June  1952. 


-79- 


46.  PRB  Report  961.  The  stability  of  Aptitude  Area  standard  scores  as  a 

BASIS  FOR  CLASSIFICATION  OF  ARMY  ENLISTED  PERSONNEL.  JUNE  1952. 

47.  PRB  Report  964.  Validation  of  personnel  measures  against  combat  per- 

formance OF  ENLISTED  MEN  IN  KOREA.  V.  NON-TEST  VARIABLES  ON  DA 
AGO  Form  20,  "Qualification  Recording-Enlisted  Personnel."  July  1952. 

48.  PRB  Report  965.  Validation  of  personnel  measures  against  combat  per- 

formance of  enlisted  men  in  Korea.  VI.  Self-description  items. 

July  1952. 

49.  PRB  Report  966.  Measures  of  combat  performance  in  Korea.  III.  Com- 

parison of  measures  of  men  trained  under  peacetime  and  mobilization 
basic  training  programs.  July  1952. 

50.  PRB  Report  967.  Validation  of  personnel  measures  against  combat  per- 

formance of  enlisted  men  in  Korea.  VII.  Career  guidance  test 
BATTERY.  AUGUST  1952. 

51 1 PRB  Report  968.  Construction  and  analysis  of  an  interview  test  of 
leadership.  August  1952. 

52.  PRB  Report  974.  Review  of  studies  on  the  effects  of  training  on  night 

vision  ability.,  August  1952. 

53.  PRB  Report  980.  The  effectiveness  of  small  military  units:  Parts  l-lll. 

September  1952. 

54.  PRB  Report  983.  An  interview  study  of  human  relationships  in  effective 

infantry  rifle  squads.  December  1952.  t 

55.  PRB  Report  992.  An  exploratory  study  of  terrain  orientation.  December 

1952  , 

i 

56.  PRB  Report  999„  Selection  of  Quartermaster  personnel  for  Arctic 

ASSIGNMENT.  FEBRUARY  1953. 

57.  PRB  Research  Note  6.  Evaluation  of  ATT  7-26,  Training  test  for  Infantry 

Battalion,  Infantry  Regiment,  T/O  &.  E 7-:l5N.  December  1952. 


